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PREFACE 
A financial system refers to the whole gamut of institutional arrangements which help to 
mobilize financial surpluses of an economy and transfer them to areas of financial deficit. 
The banking system forms the core of the financial sector of an economy. The role of 
commercial banks is particularly important in developing economies. Through 
mobilization of resources and their better allocation, commercial banks play an important 
role in the development of the economy. 
Nationalization of commercial banks was a mixed blessing. After nationalization there 
was a shift of emphasis from industry to agriculture. Branch expansion programme led to 
mobilization of savings from all parts of the country. Nationalized banks were able to pay 
attention to the credit needs of weaker sections, artisans and self-employed. However, 
bank nationalization created its own problems like excessive bureaucratization, red-
tapism and disrupfive tactics of trade unions of bank employees. 
In the wake of liberalization wave sweeping across the world and considering the 
strategic importance of the banking sector in the Indian economy, the Government of 
India set up a Committee on Financial System in 1991 which examined all aspects 
relating to the structure, organization, functions and procedures of the Indian Financial 
system. Despite opposition from trade unions and some political parties, the Government 
accepted all the major recommendations of the Committee, most of which has been 
implemented. 
Competition among the commercial banks has increased with the entry of private sector 
banks, permission to open up to 12 branches a year with effect from 1998-99 and 
relaxation of various restrictions on public sector banks which inter alia, are now allowed 
to access the capital market to raise ftinds. This diluted the shareholding of the 
Government. 
In the changed scenario, public sector banks will have to improve their efficiency. The 
highly regulated and directed banking system is now transforming itself into one 
characterized by openness, competition and prudence. This change would constitute the 
visionary role of the leadership and creating a culture of strategy awareness, leadership 
initiatives, motivation, coordination and empowerment to its employees which has an 
impact on the performance of the banks. 
Various issues related to the present dissertation has been categorized into ten chapters. A 
brief reference to each of these chapters is given below. 
Chapter I traces in detail the evolution of banking industry, genesis and history of 
commercial banking in India. Structure of scheduled banks and nationalization of banks 
is a significant feature of the chapter. Thereon the contours of reforms of Indian banking 
post liberalization is discussed with its impending changes on public sector banks. The 
last segment of the chapter highlights the emerging economic scene, regulatory, legal and 
technological environment in the banking industry. 
Chapter II gives a brief profile of the banks covered in the study. 
Chapter III describes the conceptual framework and various models available to 
understand the attribute of organizational culture. 
Chapter IV is more specific and describes the framework of organizational performance. 
The various inputs that go in to measure organizational performance and what are the 
specific aspects that indicates banks efficiency. 
Chapter V is an extensive insight into various definitions and scope of organizational 
core values which is implicit in organizational culture. It also mentions the research 
studies which highlights the relational approach of organizational culture to 
organizational performance in general and regarding banking industry in particular. 
Chapter VI is devoted to the Research Methods adopted to carry out the present study 
of organizational culture and organizational performance in banks. 
Chapter VII presents the Tabulation, Analysis and Interpretation of the data generated 
for the study. 
Chapter VIII presents the Summary and Findings of the Study. 
Chapter IX wraps up with Conclusion and Recommendations. 
At the end limitations of the present study have been mentioned and the scope for further 
study has also been explored to provide direction for research in future. 
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CHAPTER I 
BANKING INDUSTRY: A GENESIS 
1.1 Introduction 
The institutional framework for the mobilization of financial resources has been one 
well developed feature of the Indian economic system over the past several decades. 
The financial system is essentially aimed at mobilizing financial savings and 
intermediating between the suppliers of savings and those in demand of resources. 
It is only the efficiency of the financial system which determines whether the full 
potential of resources has been mobilized at any particular stage of economic 
development. An efficient financial system facilitates mobilization of the full 
potential of resources, promotes productive investment and thereby generates high 
economic growth. 
The institutions falling within the framework of the financial system are, in general, 
the following: (a) Commercial Banks (b) Development Finance Institutions (c) 
Cooperative Banks (d) Mutual Funds (e) Venture Capital Funds (f) Non-Banking 
Financial Intermediaries, (g) Rural banks, (h) Development Banks for industry, 
external trade, housing, etc. and (i) Social security institutions such as insurance 
companies, pension and provident funds. In addition to the above institutions, India 
has a well-established capital market with suitable regulatory and monitoring 
capacity. Different varieties of financial instruments for money and capital markets 
have also evolved over time to make the capital market system one of the most 
important institutions for overall resource generation. 
Before the onset of the reform process, Indian banking was operating in a relatively 
regulated and protected environment. The banking system's branch network grew at a 
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fast pace in the beginning of 1990s, but it was felt that the efficiency of the financial 
system was not to be measured only by quantitative growth in terms of branch 
expansion and growth in deposits and advances or merely by fulfillment of social 
obligations of development. " The financial strength and operational efficiency of the 
Indian banks and financial institutions which were working in a highly protected and 
regulated environment were not measuring up to international standards"(RBI, 1999).' 
It was realized the Indian banking system was operating far away from the global 
benchmarks. 
The financial sector reforms undertaken in the early 90s of the twentieth century 
paved way for remarkable changes in the functioning of the Indian banking business. 
"Every aspect of the functioning of the banking industry, be it profitability. Net Non-
Performing Asset (NNPA), management, customer service, risk management, human 
resource development, etc. has to undergo the process of transformation to align with 
the international best practices" (Muniappan, 2003) .^ 
With the entry of private sector banks and liberal branching policy for the foreign 
banks, the public sector banks have to face more competition. The reforms have been 
taking place in a phased manner since the year 1992. "As a consequence of the 
transitional developments that are taking place, the dividing lines between financial 
products, types of financial institutions and their geographical location have become 
less relevant than in the past. At the same time, the growing size of financial activity 
relative to overall economic activity in a closely integrated world has implied that 
disruptions in financial markets or infrastructure in any economy can cause contagion, 
which can spread rapidly and have far greater adverse economic ramifications than 
was the cause earlier"(Report on Trends and Progress of Banking in India 2001-02)^ 
Thus it is imperative to assess the functioning of the Indian commercial banks in the 
new dynamic environment. 
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contagion, which can spread rapidly and have far greater adverse economic 
ramifications than was the cause earlier"(Report on Trends and Progress of Banking 
in India 2001-02)^ Thus it is imperative to assess the functioning of the Indian 
commercial banks in the new dynamic environment. 
It has been observed that those banks that are efficient will perform better in the long 
term. Though many research studies have been conducted in the West on the 
efficiency of the banks, few empirical studies have been done in the emerging 
economies. Research studies have been carried out to evaluate the performance of the 
Indian banks examining related issues by Tyagarajan(1975)'*, Rangarajan and 
Mampilly (1972)^ and Subramanyam (1993/ amongst others. But none of these 
studies relate to measuring the performance with reference to organizational culture. 
This chapter is divided into three sections and the presentation of chapter is as 
follows: Section 1.1 is the introductory section giving an overview of the present 
scenario in banking industry; Section 1.2 presents a discussion on Commercial Banks 
in India, evolution of banking and nationalization of Indian banks; Section 1.3 
presents the contour of reforms and Section .1.4 discusses the prospects of banking 
industry in India. 
1.2 Commercial Banks in India 
In India, as early as the Vedic period, banking, in the most crude form, existed. The 
books of Manu contains references regarding deposits, pledges policy of loans and 
rates of interest. 
The Indian banking industry is governed by "Reserve Bank of India Act, 1935" and 
"The Banking Regulation act, 1949". The Act has formulated the definition of 
The 'banking' in Section 5 (1) (b) which reads as under: 
5b) "banking" means the accepting, for the purpose of lending 
or investment, of deposits of money from the public, repayable on 
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demand or otherwise and with drawable by cheque, draft, order or 
otherwise." 
The Indian Banking Industry can be broadly classified into two major categories -
Scheduled and Non-Scheduled Banks. Scheduled Banks consist of commercial banks 
and the co-operative banks. "The commercial banks are those banks that besides their 
other functions, finance commerce, industry and agriculture. Most of their advances 
are repayable on demand or at short notice" (Rao, 1993)^  In terms of ownership, 
commercial banks can be further grouped into nationalized banks, the State Bank of 
India and its group banks, Regional rural banks and Private sector banks (the old/new 
domestic and foreign). 
1.2.1 Present Structure 
At present the banking system can be classified in the following categories: 
1. PUBLIC SECTOR BANKS 
Reserve Bank of India 
State Bank of India and its 7 Associate Banks 
Nationalized Banks 
Regional Rural Banks sponsored by Public Sector Banks 
2. PRIVATE SECTOR BANKS 
Old Generation Banks 
New Generation Banks 
Foreign Banks in India 
Scheduled Co-operative Banks 
Non-Scheduled Banks 
3. CO-OPEARATIVE SECTOR BANKS 
State Co-operative Banks 
Central Co-operative Banks 
Primary Agriculture Credit Societies 
Land Development Banks 
Urban Co-operative Banks 
State Land Development Banks 
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4. DEVELOPMENT BANKS 
Industrial Finance Corporation of India (IFCI) 
Industrial Development bank of India (IDBI) 
Industrial Investment Bank of India (IIBI) 
Small Industries Development Bank of India (SIDBI) 
National Bank for Agriculture & Rural Development (NABARD) 
Export-Import Bank of India 
SCICI Ltd. 
Figure 1.1: Scheduled Banking Structure in India (as on Marcli 31,2002) 
Scheduled Banks 
Scheduled Commercial Banks 
Public Sector 
Banks (27) 
SphprliilpH Pn-nnerativp R a n k s 
Private Sector 
Banks (30) 
Foreign 
Banks (40) 
Regional 
Rural Banks 
(196) 
Nationalized Banks 
(19) 
State Bank of India & Its 
Associates (08) 
Scheduled 
Urban Co-
operative 
Banks (52) 
Scheduled 
State Co-
operative 
Banks (16) 
Old Private 
Banks(22) 
New Private 
Banks (8) 
Source: Report on Currency and Finance; RBI 
Almost 80% of the businesses are still controlled by Public Sector Banks (PSBs). 
PSBs still dominate the commercial banking system. Shares of the leading PSBs are 
already listed on the stock exchanges. The RBI has given licenses to new private 
sector banks as part of the liberalization process. The RBI has also been granting 
licenses to industrial houses. Many banks are successfully running in the retail and 
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consumer segments but are yet to deliver services to industrial finance, retail trade, 
small business and agricultural finance. 
The PSBs will play an important role in the industry due to its number of branches 
and foreign banks face the constraint of limited number of branches. Hence, in order 
to achieve an efficient banking system, the onus is on the Government and the 
respective leadership to encourage the PSBs to be run on professional lines. 
Table 1.1 Summary Profile of the Banking Industry From 1990-91 to 2004-05 
YEAR/BANK 
GROUP 
1. No. of Banks 
(a) Listed 
(b) Non-listed 
2. Share (in per 
cent) of 
(a) Assets 
(b) Deposites 
© Credit 
(d) Income 
(e) Expenses 
(F) Profit 
3. Memo Banic 
asset/GDP (per 
cent) 
PSB 
28 
None 
91.4 
92.0 
93.0 
89.4 
90.0 
68.5 
1990-91 
PVT. 
25 
None 
3.7 
4.0 
4.0 
3.3 
3.3 
4.1 
56.3 
FOR. 
23 
NA 
4.9 
4.0 
3.0 
7.3 
6.8 
27.4 
PSB 
27 
2 
25 
84.5 
85.4 
82.4 
82.5 
84.1 
-33.3 
1995-96 
PVT. 
35(8) 
9(3) 
26(5) 
6.5(1.5) 
6.6(1.3) 
6.8(1.9) 
8.2 
7.5 
55.6 
50.4 
FOR. 
29 
NA 
NA 
7.9 
6.7 
8.9 
9.4 
8.4 
77.8 
2004-05 
PSB 
28 
20 
8 
75.3 
78 
73.2 
76.4 
76.7 
74.2 
PVT 
29(9) 
18(7) 
11(2) 
18.2 
(12.5) 
17.3 
(10.9) 
20.0 
(13.9) 
16.9 
16.9 
16.4 
80.4 
FOR. 
31 
NA 
NA 
6.5 
4.7 
6.8 
6.7 
6.4 
9.4 
PSB : Public Sector Banks: For : Foreign NA : Not applicable : Listed : Banks listed on recognised stock 
exchange 
Figures in bracket under Private pertain to de novo private banks 
Source : Reserve Bank of India 
1.2.2 Origin and Pre-reform Era 
In India, the modem banking system started with the set up of the first joint bank, the 
General Bank of India in the year 1786. Soon after. Bank of Hindustan and Bengal 
Bank were established. Another three banks were set up by the East India Company in 
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the nineteenth century namely- The Bank of Bengal (1809), The Bank of Bombay 
(1840) and Bank of Madura (1843). These were independent banks, designated as 
Presidency banks. In 1920 a new bank "Imperial Bank of India" was established 
which was the amalgam of these three banks. 
The genesis of Indian Banking can be clearly segregated into three distinct phases. 
PHASE - 1 
1786 - First Bank, General Bank of India formed. 
1809 - Bank of Bengal formed. 
1813 - Slowly came the bank of Princely states, i.e. Patiala, Trivancore, 
Bikaner & Jaipur. 
1920 - Bank of Bengal, Bank of Madras and Bank of Bombay were 
amalgamated to form Imperial Bank of India. 
1935 - Reserve Bank of India formed 
Characteristics: 
Slow Growth: This phase basically saw a slow growth in terms of both the depositors 
as well as the creditors. The people largely relied on the indigenous bankers and co-
operatives for placing their money and for all credit purpose. 
Periodic Failures: Due to the lack of proper check on the system, the banking system 
was very risky and prone to failure and there were numerous cases of failures of 
banks resulting in depositors' loss. 
Lesser confidence in Banks: People had very less confidence in banks mostly 
because they were seen as an instrument of the rich. The other reason was the faith of 
the people in the local people who were carrying on the business of lending money 
albeit at exorbitant rate. Funds were largely given to traders: The funds were mostly 
available to the traders and there was not much concern for the needs of the farmers 
and the villagers. 
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PHASE - II 
1949 - Reserve Bank of India nationalized. 
1955 - Imperial Bank of India was nationalized to form State Bank of India to 
act as principal agent of RBI and to handle banking transactions of the 
Union and State Governments all over the country. 
1959 - Banks of seven princely states came to be known as associates of State 
Bank Of India. 
1961 - DICGC formed to extend insurance cover to deposits. 
1969 - Fourteen banks were nationalized. 
1971 - CGC formed to provide insurance guarantee on loans. 
1980 - Seven more banks were nationalized-80% of banking 
came under government ownership. 
Characteristics: 
Low Bank Failures: Due to the enactment of the Banking Regulations Act, 1949, the 
banking system was subjected to stringent regulations resulting in a decline in the 
systemic failures of the bank. 
Increased Bank Branches: The number of branches jumped from a mere 8200 in 
1969 to 61000 in 1993 due to massive expansion policy. 
Increased Bank Business: The expansion of the branches even to the rural areas 
resulted in the surge of banking business and increased bank's outreach to interior 
rural areas. 
Poor Quality of Credit: The problem of poor credit cropped up due to the irrational 
disbursement of loans. 
Political Interference: This phase saw a direct interference of the politics in the 
banking system as the government was directly controlling the banks. The banks were 
used as a tool to promote their own causes as was the case in the previous with the 
traders. 
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Squeeze on Profitability: Due to the erratic growth in the number of branches 
without considering the profit potential; the banics had a squeeze on profitability. 
Low Service/Low Efficiency: The banks were hardly concerned about the customer 
service and efficiency. 
PHASE - III (1991 onwards) 
This phase brought the drastic changes in the functioning and management of Indian 
Banks. There was a shift in strategy from branch expansion to profit orientation: The 
management was given autonomy and made more accountable. As a result, the focus 
shifted from merely branch expansion to profitability of the banks. 
Characteristics: 
Lowered entry barriers: The norms were relaxed and the entry of foreign banks as 
well as private banks was made easy. The entry of new generation banks brought 
dynamic changes in the working of once lethargic banking system of India. 
Deregulation of interest rates: The second phase largely had a system of regulated 
interest rates. This was eased in this phase and the bank management was made free 
to manage its own business with proper risk management. 
Overall lowered regulation ( Market Oriented) : The banks started paying more 
attention to attracting the customers in order to compete in the market and increase 
profitability. 
Application of Prudential Norms (Basel-I) 
Classification of Assets 
Income recognition 
Capital Adequacy 
Profitability 
Strengthening of Bank Balance Sheet 
Unleashing the focus of competition 
Product differentiation 
Deregulated Interest Rates 
Internationalization of Banking 
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By independence, the commercial banicing system in India was fairly developed. The 
Reserve Bank of India (RBI) was nationalized in the year 1935 by an Act passed in 
parliament. Earlier it was constituted as a shareholders bank in India. Since 1^ ' 
January, 1949, RBI started functioning as the state owned and state managed "Central 
Bank" of India. The RBI directs the banks for their lending norms and their activities 
with large Corporate. These restrictions were called as "Consortium guidelines". 
The Banking Regulation Act was enacted in 1949 providing a framework for 
supervision and regulation of the Indian commercial banking. The initial steps 
towards nationalization were consequence of the report (under the aegis of RBI) by 
the Committee of Direction of All India Rural Credit Society (1951). 
The Committee suggested that there should be one strong integrated state partnered 
commercial banking institution to stimulate banking development in general and rural 
credit in particular. In view of this proposal, after Independence, "the Imperial Bank" 
was nationalized and the State Bank of India Act was passed in 1955 which changed 
its name to State Bank of India. RBI acquired substantial holding of shares in State 
Bank of India. Soon after, in 1959, a number of erstwhile banks owned by princely 
states were made subsidiaries of SBI. 
It was felt that in 50s and 60s the banking sector witnessed considerable growth and 
success in establishing close links between commercial and industry houses. 
However, it was still felt that the necessary impetus with respect to support to the 
agriculture and small industries was lacking. 
Subsequently, on July 14, 1969 14 banks were nationalized. The first phase of 
financial reforms resulted in the nationalization of 14 major banks in the 1969 and 
resulted in the focus from class banking to mass banking. The specific objectives for 
nationalization was to remove control of few large industrial houses over commercial 
banking in the country, to provide adequate credit to priority sector like agriculture, 
small industry, exports and so on, to introduce professional management in 
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commercial banking business of the country, to provide proper incentives and stimuli, 
so that a new class of entrepreneurship emerge in the country and to make provision 
for adequate training and reasonable terms and conditions of service for bank 
employees. 
For most of the part of twentieth century, the financial system was merely considered 
as a mobilizer of funds. The next major change took place in 1980 when six more 
banks were nationalized. Since then the number of the scheduled banks have 
increased to four fold and the number of bank branches have increased eight fold. 
This also resulted in the growth of geographical coverage of banks. 
Overall lowered regulation (Market Oriented): The banks started paying more 
attention to attracting the customers in order to compete in the market and increase 
profitability. 
In the pre- reform era, the public sector banks were the most important source of 
financial intermediation between the provider and user of funds. The thrust was on 
expanding branch network of these banks, provision of banking services and 
garnering larger volumes of deposits. The interest rate regime was administered with 
interest rates fixed both on deposits and lending. The banks were not allowed to 
determine the interest rates on deposits or loans. The licensing regime and allocative 
mechanism dominated the delivery of credit. As a result, the private sector banks' 
operations were confined to local areas. They were unable to expand over broader 
regions. To a great extent, there were major restrictions to the entry and exit of banks. 
The environment was least competitive for the government owned banks operating in 
the country. Majority of the banking business in India was regulated by the 
Government. 
1.3 Policy Guidelines of Reserve Bank Of India (RBI) 
Following the nationalization of banks, RBI had introduced the policy guidelines to 
direct credit to the priority sector consisting of Agriculture, small-scale industry, and 
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weaker sections. For increasing the amount of priority sector lending, RBI toolc two 
steps, (i) to provide liberal finance facilities to the banks and (ii) to introduce credit 
guarantee scheme as a support measure for bank lending in the priority sector with 
view to enlarging the flow of credit to the neglected sectors. Public sector banks were 
advised by the Govt. Of India in 1974 that the priority sector lending should reach a 
level not less than one third of their outstanding credit by 1979 March. In 1978, RBI 
instructed the private sector banks also should oblige the norms by the end of 1980. A 
working group on 20 Point Programme set up by RBI suggested certain changes in 
priority sector lending. It introduced the concept of weaker section within priority 
sector. 
1.3.1 Establishmentof New Institutions And Schemes 
In addition to the above measures, govt, established two banks to assist the 
progressive expansion of rural credit. They are the Regional Rural Banks (RRB) and 
the National Bank for Agriculture and Rural Development (NABARD). The Regional 
Rural Banks were established in 1975 with the objective of providing credit and other 
facilities especially to the small and marginal farmers, artisans and small 
entrepreneurs in rural area. The NABARD established in 1982 was another set up to 
promote rural credit in accordance with the recommendations of CRAFICARD, a 
committee set up by RBI. The basic idea was that this should be a national bank to 
pay individual attention to all regions of the country requiring credit and other needs 
related to agriculture and rural development. Secondly, fragmented problem of 
agricultural and rural development were to be viewed in an integrated and 
comprehensive way instead of a manner by several financial institutions in an 
uncoordinated way, which was happening till then. It was felt that if there was a 
banking institution at the national level the above objective would be achieved. 
1.3.2 Lead Bank Scheme 
Based on the recommendations of National Credit Council headed by D.R.Gadgil, 
RBI introduced the Lead Bank scheme in 1969. Under the scheme, each district has 
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been allotted to a specific public sector bank named as Lead Bank. As per the scheme, 
each lead bank should co-ordinate the banking and financial activities of the district as 
a whole. The Lead Bank should identify their district opening of new branches of the 
commercial banks to meet the credit needs of the district, formulation of District 
Credit Plan and setting up of a District Consultative Committee etc., are other major 
duties of Lead Bank. Another major reforms in banking sector was the village 
adoption schemes in 1975, some commercial banks have taken up the village adoption 
scheme with the objective to develop the village economy in all the aspects in a 
phased manner. By 1977 the bank took the responsibility of the development of more 
than 50000 villages 
1.4 Contour of Reforms 
The banking crises in Asia, America and elsewhere accentuated the reform process in 
India. India embarked on a strategy of economic reforms in the wake of a serious 
balance-of-payments crisis in 1991. The objective of the banking sector reforms was 
to promote a diversified, efficient and competitive financial system with the ultimate 
objective of improving the allocative efficiency of resources through operational 
flexibility, improved financial viability and institutional strengthening. 
The objective of the banking sector reforms was to promote a diversified, efficient 
and competitive financial system with the ultimate objective of improving the 
allocative efficiency of resources through operational flexibility, improved financial 
viability and institutional strengthening. The financial system in India by the 1980s 
was characterized by dominant government ownership of banks and financial 
institutions, widespread of administered and variegated interest rates, financial 
repression through forced financing of government fiscal deficits by banks and 
through monetization. Thus, although a great degree of financial deepening had 
indeed taken place and financial savings had increased continuously, financial 
markets were not really functioning. There was little price discovery in terms of the 
cost of money, i.e., interest rates. The efficiency and productivity enhancing function 
Introduction 13 
Chapter 
of the financial system was severely handicapped. Hence, a widespread financial 
sector reform effort has been underway since 1991. 
Financial repression through statutory pre-emption has been reduced, while stepping 
up prudential regulations at the same time. Interest rates have been progressively 
deregulated on both the deposit and lending sides. 
1.4.1 Restoration of the health of the banking system has involved: 
> Restoration of public sector banks' net worth achieved through recapitalisation 
where needed (total cost less than one per cent of GDP). 
> Competition increased through entry of new private sector banks and foreign 
banks. 
> Higher levels and standards of disclosure achieved to enhance market 
transparency. 
> Bank regulation and supervision strengthened towards international best 
practice. 
> Micro prudential measures instituted. 
> Supervision process streamlined with combination of on-site and off-site 
surveillance along with external auditing. Risk based supervision introduced. 
> Process of structured and discretionary intervention introduced for problem 
banks through a prompt corrective action mechanism. 
> Ownership of public sector banks has been broadened through dis-investment 
up to 49 per cent, and banks have been listed. 
> Mechanism for greater regulatory coordination instituted for regulation and 
supervision of financial conglomerates. 
> Measures taken to strengthen creditor rights. 
1.5 Narasimham Committee Recommendations (First and Second) 
In 1992, a committee was set up by the Government of India, known as Narsimham 
Committee I to study the financial system and recommend the reforms to be 
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undertaken to overhaul the system in order to improve profitability and productivity 
of Indian banlcs. It was also asked to suggest the prudential norms so that the banks 
ensure proper checks and avoid untoward incidence of failures resulting in the loss of 
depositors' money. 
The various recommendations of the Committee are summarized below: 
> Removal of restrictions on entry and expansion of private banks and reduction 
of restrictions on expansions of foreign banks. 
> New private banks to have a minimum initial capital of Rs. 1 billion. 
> Joint ventures between foreign banks and Indian Banks to be allowed (foreign 
banks to have not more than 20% stake). 
> Credit allocation to be mostly market driven. 
> Priority sector lending to be reduced from 40% to 10% and eventually to be 
phased out. 
> SLR & CRR to be gradually reduced. 
> Structural changes in Public Sector Banks. 
> Improvements in regulatory environment and processes empowerment of 
banks by giving more autonomy. 
> Deregulation of interest rates. Minimum capital to risk weighted assets ratio to 
be raised to 9% 
> Setting up of asset reconstruction funds. 
It was only in the early nineties that the private banks entered the Indian financial 
system and they were allowed to operate under the guidelines prescribed by the RBI. 
In 1993, the new private sector banks were allowed to enter the Indian banking 
system. The policies related to licensing of branches of foreign banks and entry of 
new foreign banks were made more liberal. The new private sector banks and foreign 
banks were technology driven and penetrated the market quite aggressively. They 
offered services such as Automated Teller Machines (ATMs), online banking 
facilities and any branch banking to meet the growing needs of the upwardly mobile 
consumer class. Thus, the intention of these reforms was to increase competition 
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amongst banks irrespective of the ownership To meet the competition, the Public 
Sector Banks also jumped into the fray Since then, there have been consistent efforts 
by the Public Sector Banks to modernize their infrastructure and offer better service s 
to the consumer 
The reforms have given greater freedom to the banks to manage both the pricing and 
quality of resources The priority sector lending/directed lending continues, though 
the focus for these loans too is on commercial or near commercial terms The 
mandatory stipulation of market financing of Government borrowing needs has 
decreased 
The role of RBI has changed from the micro perspective to a macro perspective 
Rather than focusing on minute details of functioning of banks, RBI supervises the 
functioning of banks by giving them a set of general guidelines to be followed and 
adhered to The guidelines on credit decisions are set by the board of the individual 
banks 
The prudential standards have been imposed in a progressive manner to further 
strengthen the banking system to enable it to face the competitive environment 
Though greater freedom is imparted to banks to take decision on their credit related 
issues, more focus on capital adequacy and provisions for asset classification, income 
recognition and provisioning norms and asset liability management have helped to 
identify and manage risk, thus ensuring financial stability from a long term 
perspective 
The post reform phase has observed setting up of a suitable institutional, 
technological and regulatory framework for the expansion of financial markets 
"There is now increased volumes and transparency in the primary and secondary 
market operations Development of the Government securities, money, forex markets 
has improved transmission mechanism of monetary policy, facilitated the 
development of a yield curve and enabled greater integration of markets The interest 
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rate channel of monetary policy transmission is acquiring greater importance as 
compared with the credit channel"(Reddy, 2001'^ 
1.5.1 Reforms Since 1991 
> SLR has been reduced from 38.5 per cent to 31.5 per cent and has moved 
towards the target of 25 per cent. 
> The medium-period target of 10 per cent for CRR has already been achieved 
and it is hoped that it will be further reduced by 3 to 5 per cent of the total 
deposits as recommended by the Committee. 
> A number of private-sector banks have started functioning as a result of the 
easing of the norms of entry and exit of private-sector banks. 
> The nationalized banks have been allowed direct access to the capital market 
to mobilize funds from the public while the Government would continue to 
hold 51 per cent of the equity of the banks. 
> Interest rates have been rationalized and simplified and considerably 
deregulated. 
> The interest yield on government securities is moving towards market-related 
rates. 
> The branch licensing policy has been extensively liberalized. 
> The accounting and prudential norms relating to income recognition and 
capital adequacy have been stipulated in conformity with international 
standards. 
> A number of debt tribunals have been set up in order to facilitate and expedite 
the adjudication and recovery of the debts 
> Government has been providing capital to the banking system for its 
recapitalization by making budgetary provisions for this purpose. 
> The Reserve Bank of India has set up a Board for Financial Bank Supervision 
for strengthening the supervisory function of RBI. 
> Capital adequacy ratio now at 9% 
> Financial restructuring authority formed to restructure weak banks. 
> Risk management system issued in 1993. 
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> Credit to small scale industries now at 15.6% of net bank credit. 
> Setting up of off site monitoring and surveillance system - required to submit 
quarterly and half yearly statements on asset quality, capital adequacy, risk 
exposure. 
> Implementation of corporate governance. 
> Use of banks as channels of distribution for insurance and other products. 
> Restructuring of weak banks - Rs 204461 Cr injected in the weak banks. 
> Increased exposure to sensitive sectors like capital markets, real estate & 
commodities. 
> Banks given freedom to choose segments, products/services and customers. 
> Introduction of new payment mechanisms like MICR cheques and availment 
of Society for Worldwide Interbank Telecommunication (SWIFT). 
> Diversification into non traditional areas like merchant banking, lease finance, 
project finance, trust and pension management, fee based services, investment 
banking, housing finance, factoring & forfeiting. 
> Development of new distribution channels like phone banking, mobile 
banking. 
> New banking services such as ATM, EFTPOS, ECS, credit cards, AWB, 
RTGS 
> Improvement in accounting standards: disclosure of accounting policies, 
capital adequacy ratio separately under Tier I, Tier II and Tier III capital, 
shareholding pattern, % of net NPA to net advances, category wise provisions 
towards depreciation and NPA, income ratios, business and profit per 
employee, maturity pattern of deposits and other liabilities as well as asset 
portfolio. 
1.5.2 Specific Issues In Indian Banking Industry 
The most important issues for the banking industry are listed below: 
> Competition 
> Non Performing Assets Management 
> High level of concentration of banking business within Public Sector Group. 
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> Introduction of proper debt recovery laws including bankruptcy procedures 
and insolvency laws. 
> Dilution of government ownership in PSU banks. 
> Exit policy for enterprise. 
> Better internal governance 
> Risk management 
> Technology absorption 
> Rationalization of branches 
> Optimal manpower planning 
> Achievement of full market integration 
> Margin pressures 
> Internationalization of banking operations. 
1.5.3 Few of the recent measures taken are as follows: 
a) Securitization and Reconstruction of Financial Assets and Enforcement of 
Security Interest Law (2002) 
Banks can now recover their assets by issuing notices to a defaulter to pay up. Within 
60 days, if the defaulter does not pay up, banks can take the permission to take over 
the assets -a factory, land or machinery - and sell it off. Subsequently, banks can 
package and sell loans via securitization. Loans can be traded between banks, like 
bonds or shares. This Act has benefited the banks in a large way. It has empowered 
the lenders. 
b) Corporate Debt Restructuring (CDR) 
In spite of their best efforts and intentions, sometimes corporates find themselves in 
financial difficulty because of factors beyond their control and also due to certain 
internal reasons. The objective framework of CDR is to ensure timely and transparent 
mechanism for restructuring the corporate debts of viable entities facing problems, 
outside the purview of Board of Industrial and Financial Reconstruction (BIFR), Debt 
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Recovery Tribunal (DRT) and other legal proceedings, for the benefit of all 
concerned. CDR mechanisms has been successful in countries like U.K., Thailand, 
Korea etc. However, in India some banks have not joined the CDR mechanism and 
many of them who have joined have not referred many cases to CDR cell. 
The steps taken by the RBI and Government of India will go a long way in controlling 
the burgeoning of NPAs. At the same time, the banks have strengthened their loan 
appraisal systems and pay more emphases to the monitoring and follow up 
mechanism of the loans. 
b) Capital Adequacy 
Banks are required to have a substantial amount of capital which would be a requisite 
as a cushion against shocks and losses. Capital Adequacy has got a greater importance 
ever since the Asian crisis took place in late nineties. The draft of the Capital Accord, 
predicts higher risk sensitivity of capital ratios, refinement of measures of credit risk 
including a greater role for external credit rating, flexibility and national discretion 
rather than a 'one size fits all' approach. 
A significant contribution has been made by the Basel Accord of 1988. It has played 
an important role in strengthening the soundness and stability of banks and enhanced 
the competitive equality among the international banks. There has been a pressure on 
the banks to maintain CRAR (Capital to Risk Weighted Assets Ratio) of 9%. 
The new Basel Accord is more risk sensitive and it contains a number of options for 
measuring both credit and operational risks. The adoption of the New Basel Capital 
Adequacy Framework, relating to assigning capital on a consolidated basis, se of 
external credit assessments as a means of assigning preferential risk weights, 
sophisticated techniques for estimating economic capital, etc., may need suitable 
modifications to adequately reflect the institutional realities and macro-economic 
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factors specific to emerging market economies including India"(Kamesan,2002)^ 
Thus, banks have to gear themselves to be ready for the new framework. 
c) Risk Management Systems 
Banks have been facing various kinds of risk both financial and non-financial risks in 
the wake of financial sector deregulation. Thus, the banks need sophisticated risk 
handling techniques like VAR (Value at Risk), Duration and Simulation adopting 
internal model based approaches. Banks are expected to develop an integrated risk 
management system depending on their size, complexity and their capacity to take 
risks. 
In modem economies, banking will focus a lot on risk management. The triumphant 
negotiation and implementation of Basel II Accord will give a clear focus on the risk 
measurement and risk management at the instructional level. Banks that can adopt the 
In modem economies, banking will focus a lot on risk management. The triumphant 
negotiation and implementation of Basel II Accord will give a clear focus on the risk 
measurement and risk management at the instructional level. Banks that can adopt the 
risk management techniques will be ahead of their competing peers. The demand for 
Risk Adjusted Retums on Capital (RAROC) based performance measures will 
increase. 
d) Issues in Supervision and Regulation 
In India, progressive strengthening of the regulatory and supervisory framework has 
been a key element of financial sector reforms since their inception. Supervision and 
Regulation related issues contribute to the long-term financial stability. "Financial 
sector supervision is expected to become increasingly risk-based and concemed with 
validating systems rather than setting them. This will entail procedures for sound 
intemal evaluation of risk for banks. As mentioned earlier, banks management will 
have to develop intemal capital assessment processes in accordance with their risk 
profile and control environment. These intemal processes would then be subjected to 
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review and supervisory intervention if necessary. The emphasis will be on evaluating 
the quality of risk management and the adequacy of risk containment. In such an 
environment, credibility assigned by markets to risk disclosures will hold only if they 
are validated by supervisors. Thus, effective and appropriate supervision is critical for 
the effectiveness of capital requirements and market discipline (Jalan,2002)'° 
The financial sector supervision in future will witness greater risk orientation and 
concern with validation of systems. The internal risk management systems developed 
by banks would be subject to review and suitable intervention as and when required. 
The transaction based internal and external audit would be replaced by risk based 
audit system. 
1.6 Future Landscape of Indian Banking 
Liberalization and de-regulation process started in 1991-92 has made a sea change in 
the banking system. From a totally regulated environment, the banks have gradually 
moved into a market driven competitive system. Our move towards global 
benchmarks has been, by and large, calibrated and regulator driven. The pace of 
changes gained momentum in the last few years. Globalization would gain greater 
speed in the coming years particularly on account of expected opening up of financial 
services under WTO. Four trends change the banking industry world over, viz. 1) 
Consolidation of players through mergers and acquisitions, 2) Globalization of 
operations, 3) Development of new technology and 4) Universalisation of 
banking .(Banking Industry Vision Document 2010, IBA Committee 2005)". With 
technology acting as a catalyst, the banking industry will witness changes in the 
coming years. It entails emergence of an integrated and diversified financial system. 
The move towards universal banking has already begun. This will gather further 
momentum bringing non-banking financial institutions also, into an integrated 
financial system. 
The banking system that will evolve will be transparent in its dealings and adopt 
global best practices in accounting and disclosures driven by the motto of value 
enhancement for all stakeholders. 
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1.6.1 Product Innovation And Process Re-Engineering 
With increased competition in the banking Industry, the net interest margin of banks 
has come down over the last one decade. Liberalization with globalization will see the 
spreads narrowing flirther to 1-1.5% as in the case of banks operating in developed 
countries. Banks will look for fee-based income to fill the gap in interest income. 
Product innovations and process re-engineering will be the order of the day. 
The changes will be motivated by the desire to meet the customer requirements and to 
reduce the cost and improve the efficiency of service. All banks will therefore go for 
rejuvenating their costing and pricing to segregate profitable and non-profitable 
business. Service charges will be decided taking into account the costing and what the 
traffic can bear. From the earlier revenue = cost + profit equation i.e., customers are 
charged to cover the costs incurred and the profits expected, most banks have already 
moved into the profit = revenue - cost equation. This has been reflected in the fact that 
with cost of services staying nearly equal across banks, the banks with better cost 
control are able to achieve higher profits whereas the banks with high overheads due 
to under-utilization of resources, un-remunerative branch network etc., either incurred 
losses or made profits not commensurate with the capital employed. The new 
paradigm in the coming years will be cost = revenue - profit. 
As banks strive to provide value added services to customers, the market will see the 
emergence of strong investment and merchant banking entities. Product innovation 
and creating brand equity for specialized products will decide the market share and 
volumes. New products on the liabilities side such as forex linked deposits, 
investment-linked deposits, etc. are likely to be introduced, as investors with varied 
risk profiles will look for better yields. There will be more and more of tie-ups 
between banks, corporate clients and their retail outlets to share a common platform to 
shore up revenue through increased volumes. 
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1.6.2 Technology In Banking 
Technology will bring fiindamental shift in the functioning of banks. It would not 
only help them bring improvements in their internal functioning but also enable them 
to provide better customer service. Technology will break all boundaries and 
encourage cross border banking business. Banks would have to undertake extensive 
Business Process Re-Engineering and tackle issues like a) how best to deliver 
products and services to customers b) designing an appropriate organizational model 
to fiiUy capture the benefits of technology and business process changes brought 
about, c) how to exploit technology for deriving economies of scale and how to create 
cost efficiencies, and d) how to create a customer - centric operation model. 
Entry of ATMs has changed the profile of front offices in bank branches. Customers 
no longer need to visit branches for their day to day banking transactions like cash 
deposits, withdrawals, cheque collection, balance enquiry etc. E-banking and 
Internet banking have opened new avenues in "convenience banking". Internet 
banking has also led to reduction in transaction costs for banks to about a tenth of 
branch banking. 
Technology solutions would make flow of information much faster, more accurate 
and enable quicker analysis of data received. This would make the decision making 
process faster and more efficient. For the Banks, this would also enable development 
of appraisal and monitoring tools which would make credit management much more 
effective. The resuh would be a definite reduction in transaction costs, the benefits of 
which would be shared between banks and customers. 
Under Basel II accord, capital allocation will be based on the risk inherent in the 
asset. The implementation of Basel II accord will also strengthen the regulatory 
review process and, with passage of time, the review process will be more and more 
sophisticated. Besides regulatory requirements, capital allocation would also be 
determined by the market forces. External users of financial information will demand 
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better inputs to make investment decisions. More detailed and more frequent 
reporting of risk positions to banks' shareholders will be the order of the day. There 
will be an increase in the growth of consulting services such as data providers, risk 
advisory bureaus and risk reviewers. 
These reviews will be intended to provide comfort to the bank managements and 
regulators as to the soundness of internal risk management systems. 
1.6.3 Human Resource Management 
The key to the success of any organization lies in how efficiently the organization 
manages its' human resources. The principle applies equally and perhaps more aptly 
to service institutions like banks. The issue is all the more relevant to the public 
sector banks who are striving hard to keep pace with the technological changes and 
meet the challenges of globalization. 
An equally important issue relevant to HRM is to create a conducive working 
environment in which the bankers can take commercial decisions judiciously and, at 
the same time, without fear. This calls for a re-look into the vigilance system as it 
exists today, and perhaps there is a need to keep the banking industry out of the CVC. 
The Banks' Boards may be allowed to have their own system of appropriate checks 
and balances as well as accountability. 
1.7 Focus of Current Study 
The banking system witnessed rapid growth in the post nationalization year for two 
decades. The public sector banks had 90 per cent share in the entire banking business 
by 1990s. By March 1992, the branch network of all the public sector banks together 
had expanded to a colossal network of 60,646 branches spread across country and 
held deposits of Rs. 1,10,000 crores and advances of Rs.66,760 crores. It was felt that 
the bank environment was least competitive and banks were functioning in a highly 
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regulated and protected environment. "Competitive challenges can maintain high 
efficiency in a large finite system, if there is an arbitrarily small infusion of new high 
efficiency firms (Sjostrom and Weitzman, 1996)'^  Hence, from 1992 onwards, India 
witnessed a phase when a part of a broader program of structured economic reforms 
set in motion 
The reforms focus on the deregulation of policies, prescription of prudential norms 
on capital adequacy, income recognition, asset classification and provisioning for 
impaired assets and opening up the entire private and foreign banks in India to 
increased competition by the Indian banking system. Competitive challenges perform 
a "magic trick" by maintaining and even creating efficiency in a system that otherwise 
would be running down over time ((Sjostrom and Weitzman, 1996). Deregulation of 
interest rates on deposits and advances has led to an increased competition not only 
amongst the public sector banks but also from the private and foreign counterparts. 
The corporate have an access to low cost funds both via the debt and equity markets. 
Thus their dependence on the banks for raising capital is low. Thus, the public sector 
banks are losing their market share not only to the private counterparts but also to 
non-banking financial sector. The profitability of the banks is also under pressure due 
to prudential norms on capital adequacy, asset classification and provisioning norms. 
Further, there has always been a notion on the differential performance of banks. The 
differential performance of public sector banks within the same competitive 
environment generated the need for the study. Studies have also shown that there is a 
direct connection between an organization's performance and the nature of culture 
within that organization (Dennison, 1990)'^  A shared meaning has positive impact 
because an organization's members work from a common framework of values. 
Hence, forms a basis for coordinated actions and decision process. 
Hence the focus of this study was to see the prevalent culture and thereby the existing 
values in public sector banks with differential performance. It is assumed that 
performing banks will have lesser competing values than banks with weak 
performance. 
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1.7.1 Objectives 
The objectives of this study are as under: 
1. It aims to describe the prevalent culture in public sector banks with differential 
performance. The study not only highlights the role of culture but also 
compares the performance within and across for a 5 year period. Thus the 
performance in the years can be gauged by the data analyzed over the study 
period. 
2. The study will attempt to establish that he performing banks have a dominant 
culture with less competing values. Hence a dominant culture will emerge 
which facilitate performance. 
3. Performance parameters compared will establish the significant role of culture 
in performance; thereby establishing the need to pay attention to culture as a a 
main source of sustainable competitive advantage. 
1.7.2 Methodology 
The public sector banks with different Z-score was categorized as strong, average and 
weak banks. Competing Value Framework (Quinn and Rorbaugh, 1983)'^  has been 
made use of to assess the organizational culture and thereby the underlying values 
through the Organizational Culture Instrument (OCAI) instrument (Cameron and 
Quinn,1999)'\ 
1.7.3 Data Collection 
The study incorporates all the commercial banks that were operating during the period 
1997 - 2006 in India. The sample comprises of public sector banks. The financial data 
used for comparison is collected from secondary sources i.e., financial information 
published in the Annual Reports of Banks and RBI publications. 
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1.7.4 Chapter Scheme 
Being introductory in nature, Ciiapter I deals with the introduction, the genesis of 
banking, its present structure and the current environment in which the banlcs are 
operating. Thereafter, it gives an overview of objectives of the study, the 
methodology, data collection and the limitations associated with the study. 
Chapter II presents a brief profile of the banks covered in the study. 
The conceptual framework of organizational culture and organizational performance 
has been presented in Chapter III and chapter IV respectively. 
Chapter V presents the existing literature in the area of relationship between 
organizational culture and performance. This chapter has been divided broadly in two 
sections: (i) Perspectives of values and culture (ii) Review of literature in international 
and Indian context with respect to impact of culture on performance. 
Chapter VI presents the methodology adopted in this study. It mentions the objectives 
of this study, research hypothesis formulated and explains the sampling frame of the 
study. Finally, the chapter concludes with sampling and data collection for this study. 
Chapter VII and Chapter VIII presents the analysis and conclusions and 
recommendations respectively. 
Limitations 
Taking into account the coverage and the objectives of this study both in terms of 
time span and the number of banks, the study is not free from limitations. This is 
explained at the end of the study. 
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CHAPTER II 
PROFILE OF BANKS COVERED IN THE STUDY 
In the previous chapter, an overview and genesis of banking industry has been 
presented, highlighting the transition of banking system to the present structure and 
the current scenario in which the Indian banks are operating in the Indian 
environment. Besides, the reform process and future shape of banking industry has 
been discussed. 
This chapter presents a brief profile of the banks which have been considered in the 
study and has been divided into three sections. Section 2.1 includes the strong banks-
Corporation Bank and Oriental Bank of Commerce. Section 2.2 includes the average 
banks-Union Bank of India and Punjab National Bank while Section 2.3 describes the 
weak banks- United Bank of India and UCO Bank. 
2.1 Strong Banks 
2.1.1 Corporation Bank 
Established in the year 1906, Corporation Bank is an organization based on the 
traditional Indian values of service to the community. Corporation Bank is regarded 
as one of the well-run banks in the community of Public Sector Banks in the country. 
The Bank has a unique history of 100 years of successful banking and has stood the 
test of time by growing steadily, offering vast, varied and versatile services with a 
personal touch. Today, its good customer service, pre-eminent track record in house 
keeping, adherence to Prudential Accounting norms, consistent profitability and 
adoption of modem technology for betterment of customer service have earned the 
Bank a place of pride in the banking community. The Bank has been richly endowed 
with a relatively young, dynamic and efficient manpower, which is the key factor of 
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the Bank's success. Excellence in performance and uniqueness in customer service 
form the central core of the Bank's organisational culture. 
The growing confidence of its clientele is well reflected in the Bank's performance in 
all critical areas of its operations all through the years. The Bank is a Public Sector 
Unit with 57.17% of Share Capital held by the Government of India. The Bank came 
out with its Initial Public Offer (IPO) in October 1997. The Bank's Net Worth stood at 
Rs.3,374.89 crore as on 31.03.2006. The Net Profit of the bank as on 31.03.06 stood 
at Rs. 445 crores as against Rs.402 crores on 31.03.05. 
Corporation Bank is the first Public Sector Bank to publish the results under US 
GAAP. The Bank has been publishing the results under the US GAAP since 1998-99. 
The net profit of the Bank and its subsidiaries under US GAAP for the year 2004-05 
stood at Rs. 435.89 crore against consolidated net profit of Rs. 350.69 crore registered 
under Indian GAAP method. 
As on 31.03.06, the Bank has a highly dedicated team of 11,325 employees who have 
made the encouraging performance of the Bank possible by extending exemplary 
services to its customers. The Bank plans to continue its endeavors in the 
development of human capital so as to provide unmatched services to its clientele. 
The Lie has bought into Corporation Bank in order to spread its insurance 
distribution network. Both banks and insurance companies have started entering the 
asset management business, as there is a great deal of synergy among these 
businesses. The Bank has better productivity levels than many of its peers in the 
Public Sector. In pursuit of niche banking with technology as the competitive edge, 
the Bank has drawn up an IT Plan to provide better service to its customers. All the 
branches of the Bank have been computerized and consequently, 100% of the Bank's 
business is computerized now. The Bank endeavors to provide high quality service to 
its customers. 
As on 3ist March 2006, the aggregate business of the Bank stood at Rs. 56,839 crore 
comprising Rs.32,877 Crore Deposits and Rs.23,962 Crore Advances . With its 
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strategic business focus and innovation, the Bank is striving for better performance in 
the coming years. Its total business is set to reach Rs.70,000 crore in March 2007. The 
Bank has an ambitious plan to raise its total business level to Rs. 1,00,000 crore by 
March 2009. 
2.1.2 Oriental Bank of Commerce 
Established in Lahore on 19th February 1943, Oriental Bank of Commerce made a 
modest beginning under its founder. Late Rai Bahadur Lala Sohan Lai, the first 
Chairman of the bank. 
Within four years of coming into existence, the Bank had to face the holocaust of 
partition. Branches in the newly formed Pakistan had to be closed down and the 
Registered Office had to be shifted from Lahore to Amritsar. Late lala Karam Chand 
Thapar, the then Chairman of the Bank, in a unique gesture honoured the 
commitments made to the depositors from Pakistan and paid every rupee to its 
departing customers. The foundation of customer service thus laid has ever since 
remained Oriental Bank's prime philosophy and has been nurtured well as a legacy by 
all its successors, year after year. The Bank is a Public Sector Unit with 51.19% of 
Share Capital held by the Government of India. 
The Bank's business continues to grow at an impressive rate, with total business mix 
having gone up by Rs. 10398.82 crore to Rs.85746.0I crore as on 31" March 2006 
from Rs.75347.19 crore as on 31^' March* 2005, which translates into growth rate of 
13.80%. During the year ended 3l" March 2006, 18 new branches have been opened 
taking the total to 1184 branches, besides 162 Extension Counters. 36 more ATMs 
were installed/operationalised during the year ended 31'" March 2006 taking number 
of ATMs to total 524. As on 31.03.2006, the bank has 14962 employees and the 
aggregate business of the Bank stood at Rs. 83774 crore comprising Rs. 50197Crore 
Deposits and Rs.33577 Crore Advances. The net profits decreased from 726 crores in 
2004-2005 to 557 crores in 2005-2006. 
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The Bank has launched a program involving people's participation in the planning 
process at grass root level essentially to tackle the maladies of poverty. The Grameen 
Projects venture aims to alleviate poverty plus identify the reasons responsible for the 
failure or success. OBC is already implementing a GRAMEEN PROJECT in 
Dehradun District (UP) and Hanumangarh District (Raiasthan). Formulated on the 
pattern of the Bangladesh Grameen Bank, the Scheme has a unique feature of 
disbursing small loans ranging from Rs.75 (US $2) onwards. The beneficiaries of the 
Grameen Project are mostly women. The Bank is engaged in providing training to 
rural folk in using locally available raw material to produce pickles, jams etc. 
This has provided self-employment and augmented income levels thus reforming lives 
of rural folk and encouraging cottage industries in rural areas. Emboldened by the 
success, Bank extended the programme to more villages. At present, it covers 15 
villages; 10 in Punjab, 4 in Haryana and 1 in Rajasthan. The programme focuses on 
providing a comprehensive and integrated package providing rural finance to the 
villagers with Village Development as its focus, thus contributing towards 
infrastructure development and augmentation of income for each farmer of the 
village. The Bank has implemented 14 point action plan for strengthening of credit 
delivery to women and has designated 5 branches as specialized branches for women 
entrepreneurs. 
2.2 Average Banks 
2.2.1. Union Bank of India (UBI) 
The dawn of twentieth century witnessed the birth of a banking enterprise par 
excellence- UNION BANK OF INDIA- that was flagged off by Mahatama Gandhi. 
Since then. Union Bank of India has this far unflinchingly traveled the arduous road 
to successful banking. A journey that spans 86 years. The objective of Union Bank of 
India, at inception was to have the ability to carry on a big bank and manage 
efficiently crores of rupees in the course of national activities. 
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Union Bank is a Public Sector Unit with 55.43% Share Capital held by the 
Government of India. The Bank came out with its Initial Public Offer (IPO) in August 
20, 2002 and Follow on Public Offer in February 2006. Presently 44.57 % of Share 
Capital is presently held by Institutions, Individuals and Others. 
Over the years, the Bank has earned the reputation of being a techno-savvy and is a 
front runner among public sector banks in modern-day banking trends. It is one of the 
pioneer public sector banks, which launched Core Banking Solution in 2002. Under 
this solution umbrella, more than 900 branches/extension counters of the Bank have 
been 610 networked ATMs, with online Tele-banking facility made available to all its 
Core Banking Customers - with online Tele banking facility made available to all its 
Core Banking customers - individual as well as corporate. In addition to this, the 
versatile Internet Banking provides extensive information pertaining to accounts and 
facets of banking. Regular banking services apart, the customer can also avail of a 
variety of other value-added services like Cash Management Service, Insurance, 
Mutual Funds and Demat. 
As on 31.03.06, the bank has 2169 offices and 25421 employees across India. The 
business stood at Rs. 1,27,474 crore as against Rs. 1,01,935 the previous year. Bank 
has a three-tier structure. The decentralized power structure has accelerated decision 
making process and thereby bank quickly responds to changing needs of the 
customers and has also been able to adjust with the changing environment. Bank has 
five general manager offices at Ahmedabad, Lucknow, Delhi, Mumbai, Calcutta and 
Chennai which function as an extended arm of corporate office. It also has two zonal 
offices a Bhopal and Pune. Tier 3 comprises of 43 regional offices at various 
geographical centers of the country. Union Bank has 2169 offices and 25421 
employees as on 31.03.06. 
2.2.2 Punjab National Bank (PNB) 
Established in 1895 at Lahore, undivided India, Punjab National Bank (PNB) has the 
distinction of being the first Indian bank to have been started solely with Indian 
Profile of the banks 36 
Chapter II 
capital. The bank was nationalized in July 1969 along with 13 other banks. From its 
modest beginning, the bank has grown in size and stature to become a front-line 
banking institution in India at present. 
With its presence virtually in all the important centres of the country, Punjab National 
Bank offers a wide variety of banking services which include corporate and personal 
banking, industrial finance, agricultural finance, financing of trade and international 
banking. Among the clients of the Bank are Indian conglomerates, medium and small 
industrial units, exporters, non-resident Indians and multinational companies. The 
large presence and vast resource base have helped the Bank to build strong links with 
trade and industry. 
Punjab National Bank is serving over 3.5 crore customers through 4142 offices 520 
branches including 439 extension counters - largest amongst nationalized banks. The 
Bank was recently ranked 21st amongst top 500 companies by the leading financial 
daily, Economic Times. PNB's attempts at providing best customer service has earned 
it 9th place among India's Most Trusted top 50 service brands in Economic Times-
A.C Nielson Survey. PNB is also ranked 248th amongst the top 1000 banks in the 
world according to "The Banker" London. The Net Profits of the bank stood at Rs. 
1439 crores on 31.03.06 as against Rs. I4I0 on 31.03.05. 
At the same time, the bank has been conscious of its social responsibilities by 
financing agriculture and allied activities and small scale industries (SSI). 
Considering the importance of small scale industries bank has established 31 
specialised branches to finance exclusively such industries. Government of India has 
57.8% of shareholding pattern in the Bank. 
Strong correspondent banking relationship which Punjab National Bank maintains 
with over 200 leading international banks all over the world enhances its capabilities 
to handle transactions world-wide. Besides, bank has Rupee drawing arrangements 
with 15 exchange companies in the Gulf and one in Singapore. Bank is a member of 
the SWIFT and over 150 branches of the bank are connected through its computer-
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based terminal at Mumbai. With its state-of-art dealing rooms and well-trained 
dealers, the bank offers efficient forex dealing operations in India. 
The bank has been focusing on expanding its operations outside India and has 
identified some of the emerging economies which offer large business potential. Bank 
has set up representative offices at Almaty: Kazakhistan, Shanghai: China and in 
London. Besides, Bank has opened a full fledged Branch in Kabul, Afghanistan. 
As on 31.03.06, the bank has 4142 offices and 58047 offices across India. The 
business growth stood at Rs. 2,94,312 crores with Rs. 74627 Crores as advances and 
Rs. 119685 crores against deposits as against Rs. 1,63610 crores with Rs. 103167 
against deposits and Rs.60443 crores against advances as on 31.03.05. 
Keeping in tune with changing times and to provide its customers more efficient and 
speedy service, the Bank has taken major initiative in the field of computerization. All 
the Branches of the Bank have been computerized. The Bank has also launched 
aggressively the concept of "Any Time, Any Where Banking" through the 
introduction of Centralized Banking Solution (CBS) and over 2170 offices have 
already been brought under its ambit. PNB also offers Internet Banking services in the 
country for corporates as well as individuals. 
Internet Banking services are available through all Branches of the Bank networked 
under CBS. Providing 24 hours, 365 days banking right from the PC of the user, 
Internet Banking offers world class banking facilities like anytime, anywhere access 
to account, complete details of transactions, and statement of account, online 
information of deposits, loans overdraft account etc. PNB has recently introduced 
Online Payment Facility for railway reservation through IRCTC Payment Gateway 
Project and Online Utility Bill Payment Services which allows Internet Banking 
account holders to pay their telephone, mobile, electricity, insurance and other bills 
anytime from anywhere from their desktop. Another step taken by PNB in meeting 
the changing aspirations of its clientele is the launch of its Debit card, which is also an 
ATM card. It enables the card holder to buy goods and services at over 99270 
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merchant establishments across the country. Besides, the card can be used to 
withdraw cash at more than 14000 ATMs, where the 'Maestro' logo is displayed, apart 
from the PNB's over 830 ATMs and tie up arrangements with other Banks. 
2.3 Weak Banks 
2.3.1 United Bank of India (UBI) 
UBl is one of the 14 major banks which were nationalised on July 19, 1969. United 
Bank of India Ltd., was formed in 1950 with the amalgamation of four banks viz. 
Comilla Banking Corporation Ltd. (1914), Bengal Central Bank Ltd. (1918), Comilla 
Union Bank Ltd. (1922) and Hooghly Bank Ltd. (1932) (which were established in 
the years indicated in brackets after the names). The origin of the Bank thus goes back 
as far as 1914. As against 174 branches, Rs. 147 crores of deposits and Rs. 112 crores 
of advances at the time of nationalisation in July, 1969, today the Bank has 1350 
branches, over Rs. 25,348 crores of deposits and Rs. 11839 crores of gross advances 
as on 31-03-06. Presently the Bank has a three-tier organisational set-up consisting of 
the Head Office, 28 Regional Offices and 1315 branches. After nationalisation, the 
Bank expanded its branch network in a big way and actively participated in the 
developmental activities, particularly in the rural and semi-urban areas in conformity 
with the objectives of nationalisation. In recognition of the role played by the Bank, it 
was designated as Lead Bank in several districts and at present it is the Lead Bank in 
34 districts in the States of West Bengal, Assam and Tripura. The Bank is also the 
Convener of the State Level Bankers' Committees (SLBC) for the States of West 
Bengal and Tripura. UBI played a significant role in the spread of banking services in 
different parts of the country, more particularly in Eastern and North-Eastern India. 
UBI has sponsored 11 Regional Rural Banks (RRB) five of which are in West Bengal, 
four in Assam and one each in Manipur and Tripura. These eleven RRBs together 
have over 1000 branches. In its efforts to provide banking services to the people 
living in the not easily accessible areas of the Sunderbans in West Bengal, UBI had 
established two floating mobile branches on motor launches which moved from island 
to island on different days of the week. The floating mobile branches were 
discontinued with the opening of full-fledged branches at the centers which were 
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being served by the floating mobile branches. UBI is also known as the 'Tea Bank' 
because of its age-old association with the financing of tea gardens. It has been the 
largest lender to the tea industry. 
The Bank has three full fledged overseas branches one each at Calcutta, New Delhi 
and Mumbai with fully equipped dealing room and SWIFT terminal . The operations 
of 500 branches have been computerized either fully or partially and Electronic Fund 
Transfer System came to be implemented in the Bank's branches at Calcutta, Delhi, 
Mumbai and Madras. The Bank has ATMs at Kolkata, New Delhi and at Mumbai. 
The coverage of ATMs is being expanded to other cities. 
Government of India has 100% shareholding pattern in the Bank. United Bank of 
India has 17319 employees as on 31.03.06 with a business growth of Rs.44772 crores 
with Rs.29250 crores as deposits and Rs. 15522 crores as deposits as against Rs.36738 
crores with Rs.25348 crores as deposits and Rs.ll390 crores as advances as on 
31.03.05. The Net Profit stood at Rs.205 crores on 31.03.06 as against Rs. 300 crores 
on 31.03.05. 
2.3.2 UCO Bank 
The idea of a truly Indian bank was first conceived of by Mr. G.D Birla, the doyen of 
Indian industrial renaissance, after the historic "Quit India" movement in 1942. Soon 
this nascent idea came into reality and, on the 6th of January 1943, The United 
Commercial Bank Ltd. was bom with its Registered and Head Office at Kolkata. The 
very first Board of Directors was represented by eminent personalities of the country 
drawn from all walks of life, and this all-India character of the Bank has been 
assiduously maintained till this day not only in the composition of its Board but also 
in the geographical spread of its 1815 (as on 31.03.06) odd branches in the country as 
well as in its overseas centres in Singapore and Hong Kong. 
Having traversed periods of expansion and consolidation, the Bank was nationalized 
by the Government of India on the 19th July 1969 whereupon 100 per cent ownership 
was taken over by the government. This historic event brought about a sea-change in 
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the entire fabric of the bank's thinking and activities, commensurate with the 
government's socio-political approach of mass banking as against class banking 
hitherto practised. Branch expansion started at a fast pace, particularly in rural areas, 
and the bank achieved several unique distinctions in priority sector lending and other 
social upliftment activities. To keep pace with the developing scenario and expansion 
of business, the Bank undertook an exercise in organizational restructuring in the year 
1972. This resulted into more functional specialization, decentralization of 
administration and emphasis on development of personnel skill and attitude. Side by 
side, whole hearted conmiitment into the government's poverty alleviation 
programmes continued and the convenorship of State Level Bankers' Committee 
(SLBC) was entrusted on the Bank for Orissa and Himachal Pradesh in 1983. 
The year 1985 opened a new chapter for the Bank as the name of the Bank changed to 
UCO BANK by an Act of Parliament. The customer friendly and socially committed 
character, however, remained even with this change in name which has, over the 
years, been regarded as one of the well known and vibrant banks in the country. 
Today, with all its inner strengths, UCO Bank has come a long way to symbolize 
friendliness for customers and efficiency in its banking business. 
The business growth of UCO Bank stood at Rs.90734 crores vAxh Rs 54004 crores as 
deposits and Rs.36730crores as advances as on 31.03.06 as against Rs.77126 crores 
with Rs.49470 crores as deposits and Rs.27656 crores as advances. Net Profits of the 
bank for the year 2005-2006 stood at Rs. 197 crores as against Rs.346 crores for the 
year 2004-2005. 
UCO Bank is a commercial bank and a Government of India undertaking with 
74.98% shares of the Bank. Its Board of Directors consists of government 
representatives from the Government of India and Reserve Bank of India as well as 
eminent professionals like accountants, management experts, economists, 
businessmen, etc 
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CHAPTER III 
ORGANIZATIONAL CULTURE - A CONCEPTUAL 
FRAMEWORK 
The brief profile of banks discussed in the previous chapter reveals the origin, 
ownership pattern and the performance of the banks. This chapter presents the 
concept of organizational culture as defined and the emerging models of 
culture capable of existing in different situations. 
This chapter is divided into 3 sections: Section 3.1 discusses the concepts of 
organizational culture as explained by various scholars. Section 3.2 discusses 
the dimensions of culture and Section 3.3 presents the models of 
organizational culture. 
The term "Culture" originally comes from social anthropology. Late 
nineteenth and early twentieth century studies of primitive societies - Eskimo, 
South Sea, African, Native American revealed ways of life that were not only 
different from the ways of life but also different among themselves. The 
concept of culture was thus coined to represent in a very broad and holistic 
sense, the qualities of any specific human group from one generation to the 
next. 
Kroeber and Kluckhohn (1952)' which is still quoted by management authors 
today describes cukure as consisting of patterns, explicit and implicit 
of and for behaviour acquired and transmitted by symbol, constituting 
the distinctive achievements of human groups, including their 
embodiments in artifacts. The essential core of culture consists of 
traditional (i.e. historically derived and selected) ideas and specially 
their attached values. Therefore cultural systems may on the one hand 
be considered as products of action; on the other as conditioning 
elements of future action. 
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Edward Burnett Tyler (1871) definition of culture as a complex whole which 
knowledge, belief, art, moral, law, custom and any other capabilities 
and habits acquired by man as a member of society. This definition 
makes it clear that culture is possessed by man alone and is the product 
of behaviour and not behaviour itself 
Pondy and Mitroff (1979)^ and Morgan (1980)'' claims that metaphors of 
machine and organism have been mostly used to facilitate 
understanding and communication about complex phenomena of 
organization. In the first two conceptualizations, organizational culture 
is viewed as a variable which can be manipulated. 
Culture, which is popularly conceived as "shared values and beliefs,' fulfils 
important functions : 
*" It enhances social system stability (Louis, 1980)^  
' It serves as sense-making device that can guide and shape behaviour 
(Louis, 1980; Meyer; Pfeffer,1981)^*^ 
> It conveys a sense of identity for organizational members (Deal and 
Kennedy, 1982)^  
> It facilitates the generation of commitment to something larger than 
self (Peters and Waterman, 1982)' 
' It acts as a social and normative glue that holds an organization 
together . It is viewed as the result of 'human enactment' (Tichy, 
1982)'° 
(Smircich, 1983)" states that the concept of culture has been borrowed from 
anthropology, where there is no consensus on its meaning. 
Organization theorists have used a variety of metaphors or images to 
bound, frame and differentiate that category of experiences referred to 
as (an) 'organization' Consequently, there is also variety in its 
applications to organizational studies. 
Organizational Culture-A Conceptual Framework 44 
Chapter III 
Eagleton (2000)'^ states that the modem notion of culture is to a great extent 
because of nationalism and colonialism along with the growth of 
anthropology in the service of imperial power. The concept of culture, 
derived from anthropology as it evolved in the nineteenth century 
permeates management writing. 
The American Heritage Dictionary (2000)'^ defines culture more formally as 
the totality of socially transmitted behaviour patterns, arts, beliefs, 
institutions and all other products of human work and thoughts, 
characteristics of a community or population. 
Organizational culture is one of the latest concepts in the fields of 
management and organization theory. One reflection of the popularity of the 
culture concept is the increasing number of theoretical perspectives (Martin, 
1992)'^  and organizational disciplines which utilize the concept (Harris and 
Ogbonna, 1999)'I 
The values or patterns of beliefs are manifested by symbolic devices such as 
myths (Boje, Fedor and Rowland, 1982)'^ rituals (Deal and Kennedy, 1982), 
stories (Mitroff and Kilmann, 1976)"^ legends (Wilkins and Martin, 1980)'^  
and specialized language (Andrews and Hirsch, 1983)'^  
3.1 Conceptualizations of Organizational Culture 
Alvesson (1989)^ *^  suggested that conceptualizations of organizational culture 
exist along a continuum extending from the instrumental to the academic. Two 
extremes of this conceptual continuum are the process-oriented and 
classification approaches. 
3.1.1 Process approach to organizational culture 
Schein(1985, 1990)" defined organizational culture as: a pattern of basic 
assumptions 
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that a group has invented, discovered or developed in learning to cope with its 
problems of external adaptation and internal integration, and that have worked 
that a group has invented, discovered or developed in learning to cope with its 
problems of external adaptation and internal integration, and that have worked 
well enough to be considered valid, and therefore, to be taught to new 
members as the correct way to perceive, think, and feel in relation to those 
problems. He suggests that cultures are created through the way organizations 
have reacted to important incidents in the past and have thus evolved certain 
norms, as well as through the identification of organizational members with 
their leaders. As such, organizational cultures are perpetuated through the 
process of socialization of new members into the organization and proposed 
seven dimensions that may be used to enquire into organizational culture. 
Table 3.1 Culture Embedding Mechanisms, Schien, 1990 
Primary Embedding Mechanisms 
What leaders pay attention to, measure, and control 
on a regular basis. 
How leaders react to critical incidents and 
organizational crises. 
Observed criteria by which leaders allocate scarce 
resources. 
Deliberate role modeling, teaching, and coaching 
Observed criteria by which leaders allocate rewards 
and status. 
Observed criteria by which leaders recruit, select, 
promote, retire, and excommunicate organizational 
members. 
; 
Secondary Articulation and 
Reinforcement Mechanisms Organization design and 
structure 
Organizational systems and 
procedures 
Organizational rites and rituals 
Design of physical space, 
facades, and buildings 
Stories, legends, and myths 
about people and events. 
Formal statements ofl 
organizational philosophy, 
values, and creed. 
In particular, he viewed culture as comprising three levels: 
(1) Behaviours and artefacts: this is the most manifest level of culture, 
consisting the constructed physical and social environment of an organization, 
e.g. physical space, mottos, artistic productions and overt behaviours of 
members. 
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(2) Values: being less visible than are behaviours and artefacts, the 
constituents of this level of culture provide the underlying meanings and 
interrelations by which the patterns of behaviours and artefacts may be 
deciphered. 
(3) Basic assumptions: these represent an unconscious level of culture, at 
which the underlying values have, over a period of time, been transformed and 
are taken for granted as an organizationally acceptable way of perceiving the 
world. By this definition, basic assumptions are also the most difficult to 
relearn and change. 
Similar conceptions of culture are offered by Dandridge et al. (1980) , 
Pettigrew (1979)^^' as well as Trice and Beyer (1984)^\ 
Roskin (1986)^^ opines that in the process-oriented approaches, organizational 
culture as a continuous recreation of shared meaning. However, despite 
this absence of a common view, there is strong agreement on the 
powerful and pervasive role of culture in organizational life. 
Ott (1989)^* employed a qualitative approach in analysing the culture of 
AT&T, during the initial years of deregulation and the breakup of the 
Bell monopoly in the USA. Basic assumptions that were suitable for a 
monopolistic market (e.g. that technical competence is more important 
than marketing ability) were highlighted as unsuitable for a 
competitive market, where a multitude of smaller firms were carving 
out lucrative niches through a segmentation of the American 
telecommunications market. These assumptions were then used to 
explain AT&T's adjustment problems during the deregulation. 
Sackman(1991) said that qualitative approaches, however, are not likely to 
facilitate systematic comparisons between studies, because of likely 
variations that will exist between investigations. Qualitative 
approaches may also be limited in their ability to contribute towards 
hypothesis testing and theory building, particularly in terms of the time 
and expense involved. Approaches using classifications therefore 
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provide an alternative and sometimes more useful approach to the 
study of organizational culture. 
3.1.2 Classification approach to organizational culture 
Hampden-Turner (1990)^ * stated that a number of authors have proposed that 
corporate cultures correspond to a range of ideal types, which are 
typically underpinned by two or more variables. 
Fumham and Gunter (1993)^ ^ cites that to cope with personnel problems that 
employees face almost daily, it is helpful for managers to understand 
the perceptions which employees hold of different aspects of the 
organization. In their study, they stated that one of the best known 
studies of culture based on a classification approach was conducted by 
Hofstede (1980)^°, using data collected from IBM employees in over 
40 countries. Four dimensions: (power distance; uncertainty avoidance; 
individualism/collectivism; and masculinity/femininity) were 
developed to differentiate between nationalities, which could then be 
applied to the study of organizations. 
Handy (1993)^' reports on the use of Hofstede's classification to provide a 
cultural explanation of differences in management styles. 
Other classifications tend to employ a two-by-two matrix, as exemplified by: 
Deal and Kennedy (1982), who differentiate cultures in terms of the 
speed of feedback and the amount of risk employed; Harrison (1972)^ ,^ 
who classified organizational cultures using the degree of 
formalization and centralization as criteria; and Graves (1986)^ ,^ who 
discriminated between cultures based on the levels of bureaucracy and 
managerial-ego drive. 
While these classifications have the potential to provide a common framework 
for differentiating and comparing cultures, one problem is that none of them 
goes beyond the descriptive level to understand and analyse the processes 
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involved in culture formation and change. Furthermore, the presence of 
different classifications makes it difficult for the researcher to choose the type 
of classificatory system that he/she should employ in an investigation 
(Jamieson, 1980) '^' 
Siehl and Martin (1984)^^ examined the processes of transmitting and 
learning organizational culture by employing both quantitative and 
qualitative methods. 
Lewis (1994)^^ made use of a triangulation of methods in her study of 
organizational cuUure and change at a learning institution. This review 
of approaches to understanding organizational culture shows 
considerable differences in the methodologies used to measure the 
phenomenon. This difference in approach reflects the lack of 
agreement that exists in defining organizational culture. 
Whereas process-oriented approaches tend to focus on ascertaining underlying 
principles that may explain interconnecting patterns of behavioural 
manifestations, the classificatory models only describe the culture of a firm, 
using a variety of criteria or dimensions. 
White and Dillingham (1973)^ ^ state that the function of culture is to make life 
secure and enduring for the human species;, culture serves inner 
psychological or spiritual culture serves inner psychological or 
spiritual needs. One of the tremendously important functions of culture 
is to satisfy these needs, to give man courage, confidence, morale, 
comfort, consolation.. 
Triandis (1994)^* breaks culture down into two aspects; objective which 
encompasses tools, roads, radio stations; and subjective which 
encompasses categorizations, associations, norms, roles, and values. 
Subjective culture influences behavior. 
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Table 3.2 Analysis of Culture by Triandis, 1994 
Pay attention to categorizations-making the same response to 
discriminabiy different stimuli (p. 88) 
Associations-categories become associated to eacii other by 
frequent co-occurrence (p. 95) 
Beliefs-linlcs l)etween categories are beliefs; they can make people 
feel good or bad (p. 95) 
Evaluations-categories can become closely associated with positive 
or negative emotions (p. 96) 
Norms-ideas about what is correct behavior for members of a 
particular group (p. 100) 
Roles-how a person in a certain position in a social system should 
behave 
Goals-values and other elements that may be revealed in interaction 
with people from another culture (p. 103) 
Ask people about their beliefs, evaluations, norms, roles, goals, and values (pgl03) 
Fiske (1990, 1992)^ ^ delineates the four elementary forms of social behavior: 
(1) communal sharing explained as the sort of social behavior that goes 
on in families in most cultures. When resources are available in a 
family, people share them according to their need. The essence of this 
social behavior pattern is sharing by all those who belong to the group 
according to need. (2) authority ranking; people pay attention to status 
and divide according to rank. The essence of this behavior pattern is 
rank and hierarchy. (3) equality matching; people do not share 
according to what they need, or according to status, but they share 
equally. The essence of this behavior pattern is equality and equal 
sharing.(4) market pricing; you receive something you want in 
exchange for something you give. The key feature of this form is that 
the more you give, or contribute, the more you get. The essence of this 
social pattern is proportionality. 
Shapiro (1957)''° states that process also enters into the anthropologist's 
consideration when he studies cultures in contact or conflict with each 
other. Under such circumstances patterns may be disturbed, they may 
reassert themselves in the same or a slightly different guise, or they 
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may break up and new ones emerge. Above all he is deeply aware of 
the continuity of change. 
Edward Sapir (1932)'*' states that culture cannot be realistically disconnected 
from the individuals who carry it. Culture cannot be divorced in 
actuality from people; there is no such thing as culture apart from 
people. Man and culture constitute an inseparable couplet. By 
definition there is no culture without man and there is no man without 
culture. All definitions are arbitrary. 
Bohannan (IPPS/^ states that culture can be thought of as unstated 
assumptions, standard operating procedures, ways of doing things that 
have been internalized to such an extent that people do not argue about 
them. 
Hagberg and Heifetz (2000)'*^  mentions that culture drives the organization 
and its actions. It is somewhat like "the operating system" of the 
organization. It guides how employees think, act and feel. It is dynamic 
and fluid, and it is never static. A culture may be effective at one time, 
under a given set of circumstances and ineffective at another time. 
There is no generically good cuUure. 
Denison (1990)'*'' cites his own 1982 work where he divides the culture and 
climate domain into three separate levels:(l) the values and beliefs that 
underlie actions; (2) the patterns of behavior that reflect and reinforce 
those values; and (3) the set of conditions, created by these patterns of 
behavior, within which organizational members must function. 
Cameron and Quinn (1999)''^  expound on perceptions within various levels or 
subunits of an organization: Inside an organization, subunits such as 
functional departments, product groups, hierarchical levels, or even 
teams may also reflect their own unique culture. Difficulties in 
coordinating and integrating processes or organizational activities, for 
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example, are often a result of culture clashes among different subunits. 
One reason is that each different unit often has developed its own 
perspective, its own set of values, its own culture. It is easy to see how 
these cuhural differences can fragment an organization and make high 
levels of effectiveness impossible to achieve. Emphasizing subunit 
cultural differences, in other words, can foster alienation and conflict. 
Figure 3.1 depicts organizational culture as an intervening variable. 
Employees form an overall subjective perception and this in effect becomes 
the organizational culture or personality. These favorable or unfavorable 
perceptions then affect employee performance and satisfaction which has an 
impact on organizational effectiveness and performance. 
Impact of culture on organization's effectiveness is both functional as well 
dysfunctional. Talking about the latter, it may stated that culture leads to 
"group think", collective blind spots and resistance to change and innovate. 
Figure 3.1 Impact of Organizational Culture on Performance and 
Satisfaction, Robbins (2004) 
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3.2 Dimensions of Culture 
Culture is cumulative preferences of some states of life over others(values), 
response predispositions towards several significant issues and phenomena 
(attitudes), organized ways of filling time in relation to certain affairs (rituals) 
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and ways of promoting desired behaviors and preventing undesirable 
ones(sanctions). 
Etzioni's ^ theory states that organizations are coercive systems. Members are 
alienated and exit if they can. Peer relationship develops as defense versus 
authority. 
Unions develop utilitarian systems. Members will participate and evolve work 
groups if incentive systems based on goal consensus between leaders and 
followers. They get morally involved and identify with organization and 
evolve around tasks in support of organization. 
3.3 Models of Culture 
There is now a substantive body of evidence to demonstrate that organizations 
attempt to select new members who fit well with the organization's culture. 
And most job candidates similarly try to find organizations where their values 
and personality will fit in. Many models have been constructed to describe 
organizational culture. The model proposed by Deal and Kennedy is 
comprehensive and widely known. 
Table 3.3 describes the four basic types of cultural profiles they uncovered. 
Each is characterized by a combination of two factors: the type of risks 
managers assume and the type of feedback that results from their decisions. 
Most organizations are some kind of hybrid of these cultural profiles; they do 
not fit neatly into one of these four profiles. 
Table 3.3 Cuitural Profiles, T.E.Deal and Kennedy 
Name Of The 
Culture 
Type Of Risks 
That Are 
Assumed 
Type Of 
Feedback From 
Decisions 
The Ways 
Survivors 
Tough-Person 
High 
Fast 
*Tough Attitude 
•Individualistic 
Work Hard/Ptay 
Hard 
Low 
Fast 
*Super Sales 
People 
1983 
Outcome 
High 
Slow 
*Endure Long 
Term Ambiguity 
Process 
Low 
Slow 
*Cautious And 
Protective Of 
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And/Or Heroes 
in This Culture 
Behave 
Strengths Of 
The Culture 
Weaknesses Of 
The Culture 
Habits Of 
Survivors/Heroe 
s 
•Tolerate All-Or-No 
Risks 
•Superstitious 
Can Get Things In 
Short Order 
•Short Term 
Orientation 
•Do Not Learn From 
Mistakes 
•Virtues Of Co-
operation Ignored. 
•Dress In Fashion 
•Enjoy One-On-One 
Sports 
•Enjoy Scoring 
Points Off One 
Another In Verbal 
Interaction 
•Friendly 
•Team Approach 
In Problem Solving 
•Non-Superstitious 
Able To Produce 
A High Volume Of 
Work 
•Look For Quick 
fix Solutions 
•Short Term Time 
Perspective 
•More Committed 
To Action Than 
Problem Solving 
•Avoid Extremes 
In Dress 
•Live In Tract 
Houses 
•Prefer Team 
Sports 
•Likes To Dine 
Together 
•Double-Check 
Their Decisions 
•Technically 
Competent 
•Strong Respect 
For Authority 
•Generate High 
Quality 
Inventions And 
Major Scientific 
Breakthroughs 
•Slow In Getting 
Things Done 
•Organizations 
Vulnerable To 
Short-Term 
Fluctuations 
Organizations 
Often Face Cash-
Flow Problems 
•Dress 
According To 
Organizational 
Rank 
•Housing 
According To 
Organizational 
Hierarchy 
•Sports In 
Which Results 
Are Unclear Till 
The End. 
Older Members 
Serve As 
Mentors For The 
Young 
Their Own 
Flank 
•Orderly And 
Punctual 
•Attending To 
Detail 
•Follow 
Established 
Procedures 
Bring Order 
And System 
To The 
Workplace 
•Red Tapeism 
•Initiative Is 
Downplayed 
•Long Hours 
Of Boring 
Work 
•Dress 
According To 
Hierarchial 
Rank 
•Live In No 
Frill Homes 
•Enjoy 
Process Sports 
•Likes 
Discussing 
Memos 
Source Adapted From T E Deal And A A Kennedy, " Culture A New Look Through Old Lenses, "Journal Of 
Applied Behaviourain Science, November 1983, P 501 
Recent research by Goffee and Jones (1998)'*^ provides some interesting 
insights in different organizational cultures and guidance to prospective 
employees. They have identified four distinct cultural types. Goffee and 
Jones argue that two dimensions underlie organizational culture. The first 
they call sociability. This is a measure of friendliness. High sociability 
means people do kind things for one another without expecting something in 
return and relate to each other in a friendly, caring way. Sociability is 
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consistent with a high people orientation, high team orientation and focus on 
processes than outcomes. The second is solidarity. It is a measure of task 
orientation. High solidarity means people can overlook personal biases and 
rally behind common interests and common goals. Solidarity is consistent with 
high attention to detail and high aggressiveness. 
Figure 3.2 illustrates a matrix with these two dimensions rated as either high 
or low. They create four distinct culture types: 
Networked Culture (high on sociability; low on solidarity) 
These organizations view members as family and friends. People know and 
like each other. People willingly give assistance to others and openly share 
information. The major negative aspect associated with this culture is that the 
focus on friendships can lead to tolerance for poor performance and creation 
of political cliques. 
Mercenary Culture (low on sociability; high on solidarity) 
These organizations are fiercely goal focused. People are intense and 
determined to meet goals. They have a zest for getting things done quickly and 
a powerful sense of purpose. Mercenary cultures are not just about winning; 
they are about destroying the enemy. This focus on goals and objectivity also 
leads to a minimal degree of politicking. The downside of this culture is that it 
can lead to an almost inhumane treatment of people who are perceived as low 
performers. <• ^ ^ ' 
Fragmented Culture (low on sociability; low on solidarity) \ 
These organizations are made up of individualists. Commitment is first arid, 
foremost to individual members and their job tasks. There is little or no 
identification with the organization. In fragmented cultures, employees are 
judged solely on their productivity and the quality of their work. The major 
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negatives in these cultures are excessive critiquing of others and an absence of 
collegiality. 
Communal Culture (high on sociability; high on solidarity) 
This final category values both friendship and performance. People have a 
feeling of belonging but there is still ruthless focus on goal achievement. 
Leaders of these cultures tend to be inspirational and charismatic, with a clear 
vision of the organization's future. The downside of these cultures is that they 
often consume one's total life. Their charismatic leaders frequently look to 
create disciples rather than followers, resulting in a work climate that is almost 
cult like. 
Figure 3.2 Four Culture Typology, Goffee & Jones(1998) 
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Source Adapted from R Goffee and G Jones, 
The Character of a Corporation (New York Harper Bumess, 1998) p 21c 
Hofstede's Five Cultural Dimensions 
" Culture is more often a source of conflict than of synergy. Cultural 
differences are a nuisance at best and often a disaster." Prof Geert 
Hofstede, Emeritus Professor, Maastricht University. For those who work in 
international business, it is sometimes amazing how different people in other 
cultures behave. We tend to have a human instinct that 'deep inside' all people 
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are the same - but they are not. Therefore, if we go into another country and 
make decisions based on how we operate in our own home country - the 
chances are we'll make some very bad decisions. 
Geert Hofstede's research gives us insights into other cultures so that we can 
be more effective when interacting with people in other countries. If 
understood and applied properly, this information should reduce our level of 
frustration, anxiety, and concern. But most important, Geert Hofstede will give 
us the 'edge of understanding' which translates to more successful results. 
Power Distance Index (PDI) is the extent to which the less powerful 
members of organizations and institutions (like the family) accept and expect 
that power is distributed unequally. This represents inequality (more versus 
less), but defined from below, not from above. It suggests that a society's level 
of inequality is endorsed by the followers as much as by the leaders. Power 
and inequality, of course, are extremely fundamental facts of any society and 
anybody with some international experience will be aware that 'all societies 
are unequal, but some are more unequal than others'. 
Individualism (IDV) on the one side versus its opposite, collectivism, that is 
the degree to which individuals are integrated into groups. On the individualist 
side we find societies in which the ties between individuals are loose: 
everyone is expected to look after him/herself and his/her immediate family. 
On the coUectivist side, we find societies in which people from birth onwards 
are integrated into strong, cohesive in-groups, often extended families (with 
uncles, aunts and grandparents) which continue protecting them in exchange 
for unquestioning loyalty. 
The word 'collectivism' in this sense has no political meaning: it refers to the 
group, not to the state. Again, the issue addressed by this dimension is an 
extremely fundamental one, regarding all societies in the world. 
Masculinity (MAS) versus Femininity, refers to the distribution of roles 
between the genders which is another fundamental issue for any society to 
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which a range of solutions are found. The IBM studies revealed that (a) 
women's values differ less among societies than men's values; (b) men's values 
from one country to another contain a dimension from very assertive and 
competitive and maximally different from women's values on the one side, to 
modest and caring and similar to women's values on the other. The assertive 
pole has been called 'masculine' and the modest, caring pole 'feminine'. The 
women in feminine countries have the same modest, caring values as the men; 
in the masculine countries they are somewhat assertive and competitive, but 
not as much as the men, so that these countries show a gap between men's 
values and women's values. 
Uncertainty Avoidance Index (UAI) deals with a society's tolerance for 
uncertainty and ambiguity; it ultimately refers to man's search for Truth. It 
indicates to what extent a culture programs its members to feel either 
uncomfortable or comfortable in unstructured situations. Unstructured 
situations are novel, unknown, surprising, different from usual. Uncertainty 
avoiding cultures try to minimize the possibility of such situations by strict 
laws and rules, safety and security measures, and on the philosophical and 
religious level by a belief in absolute Truth; 'there can only be one Truth and 
we have it'. People in uncertainty avoiding countries are also more emotional, 
and motivated by inner nervous energy. The opposite type, uncertainty 
accepting cultures, are more tolerant of opinions different from what they are 
used to; they try to have as few rules as possible, and on the philosophical and 
religious level they are relativist and allow many currents to flow side by side. 
People within these cultures are more phlegmatic and contemplative, and not 
expected by their environment to express emotions. 
Long-Term Orientation (LTO) versus short-term orientation: this fifth 
dimension was found in a study among students in 23 countries around the 
world, using a questionnaire designed by Chinese scholars It can be said to 
deal with Virtue regardless of Truth. Values associated with Long Term 
Orientation are thrift and perseverance; values associated with Short Term 
Orientation are respect for tradition, fulfilling social obligations, and 
protecting one's 'face'. 
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Another model to understand organizational culture is as follows: 
Mechanistic Culture 
The mechanistic organizational culture exhibits the values of bureaucracy and 
feudalism. Organizational work is conceived as a system of narrow specialism 
and people think of their careers mainly within these specialism. Authority is 
thought of as flowing down from the top of the organization down to the lower 
levels and communication flows through prescribed channels. There is a great 
deal of departmental loyalty and interdepartmental animosity, a strong "we" 
versus "they" perception. This sort of culture resists change and innovation. 
Organic Culture 
Organic Culture exhibits great deal of emphasis on task accomplishment, team 
work, free flow of communication - formal and informal. Formal hierarchies 
of authority, departmental boundaries, formal rules and regulations and 
prescribed channels of communication are frowned upon. In problem 
situations, the persons with expertise may wield far more influence than the 
formal boss. There is a widespread understanding within the staff of the 
problems, threats and opportunities the organization is facing and there is 
willingness and preparedness to take appropriate roles to solve the problems. 
The culture stresses flexibility, consultation, change and innovation. 
Authoritarian Culture 
In the authoritarian culture, power is concentrated on the leader and obedience 
to orders and discipline are stressed. Any disobedience is severely punished to 
set an example for others. The basic assumption is that the leader knows the 
best for the organization and he or she acts in its interests. 
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Participative Culture 
The participative culture is premised on the notion that people are more 
committed to the decisions that are anticipatively made than to those which are 
imposed on them. Further, group problem-solving leads to better decisions 
because several new points and information are shared during discussions. 
Participative cultures tend to emerge where most organizational members are 
professionals or see themselves as equals. 
Organizational Culture (Power Model) 
Although studies on organizational culture have been increasing there has 
been interchangeably used words with ethos, environment ,climate, 
atmosphere (Pareek, 1991)'**. He developed four profiles of organizational 
culture which has its own focus, climate and underlying values or ethos. 
Autocratic or feudal culture is characterized by centralized power 
concentrated in few persons and observation of proper protocol in relation to 
person(s) in power and dominated by dependency (de) climate, with 
affiliation(af) Deaf(dependency-afriliation) climate is characterized as "top 
managers control the organization and employ their own in-group members, 
who are extremely loyal to these leaders" (Pareek, 1989, p. 169). The ethos of 
such a culture is closed, mistrusting and self-seeking. 
Bureaucratic culture is characterized by primacy of procedures and rules, 
hierarchy and distant impersonal relationships. Its climate is dominated by 
control(co) and backed up by dependency(de). Such a climate (code) has been 
characterized as " a bureaucracy and a rigid hierarchy dominate the 
organization. Because actions are generally referred to the levels above for 
approval, decisions are usually delayed. It is more important to follow rules 
and regulations than to achieve results. Senior employees protect these 
subordinates who do not make any procedural mistake". (Pareek, 1989,p 169). 
The ethos of the bureaucratic organization is characterized by playing safe, 
inertia, lack of collaboration and closed ness. 
Organizational Culture-A Conceptual Framework 60 
Chapter 111 
Technocratic culture emphasizes technical/professional standards and 
improvement. It has an apex climate-Expert Power being dominant. \Aith a 
back up climate of Extension. "Specialists play the major roles in the 
organization, working in a planned way on socially relevant matters. The 
organization pays attention to the employees needs and welfare" (Pareek.1989. 
p. 168). The ethos is poshive- proaction (initiative), autonomy, collaboration 
and experimentation. 
Entrepreneurial culture is concerned about achievement of results and 
providing excellent service to customers. It is primarily concerned with results 
and customers. Its climate (ace) is generally that of achievement (ac). or 
concern for excellence and extension (e) or concern for larger groups and 
issues. In such a climate " emplo>ees work on challenging tasks and devote 
equal attention to the social relevance of these tasks. The organization has a 
highly developed sense of responsibility to fulfill employee needs 
(Pareek.l989.p.l68). The ethos is positive an d is characterized by the eight 
values of OCTAPACE - Openness. Collaboration. Trust. Autonomy. 
Proactive. Authenticity. Confrontation and Experimentation. 
Ethos is primarily concerned with values and is the fundamental character or 
spirit of the organization. OCTAPACE ethos is characterized by the eight 
values of openness, confrontation, trust authenticity, proaction. autonom>. 
collaboration and experimentation. The respective opposite poles of the eight 
values are closed, avoidance, suspicion, manipulation, inertia, role bound ness. 
conflicts and safe playing. 
3.4 Organizational Culture and Effectiveness 
Evidence of the influence of the industrv' environment on organizations is 
reflected in managerial beliefs and assumptions about operating forms and 
outcomes. Taken together, national, regional and industry influences on 
organizational culture provide an analytic source for identifying members" 
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assumptions, values, beliefs and norms since these elements are translated into 
operating decisions and systems. 
An effective organizational culture adjusts and adapts to its changing internal 
and external environments. The following four types of cultures, illustrated in 
Figure 3.3, illustrates an organization's strategic response to changing 
environments. 
Figure 3.3 Corporate Culture and Organizational Effectiveness 
Needs of the Environment 
Change and Flexibility Stability and 
Direction 
Adaptability Culture Mission 
Culture 
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Culture 
Consistency 
Culture 
Source Based on D R Denison, Corporate Culture and Organizational Effectiveness (New York John 
Wiley, 1990) 
Organizations responding to external environments characterized by change 
and flexibility would do well to have adaptability cultures (i.e., strategic 
emphasis on flexibility, change and quick varied responses to meet customer 
and environmental demands.) Silicon Valley high technology firms exemplify 
this culture. 
Organizations facing turbulent internal environments should have involvement 
cultures (strategic focus on involving employees, gaining their commitment 
and increasing participation, a sense of ownership and responsiveness to meet 
changing environmental demands). Japanese auto firms continue to 
demonstrate this type of culture. 
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Organizations facing stable externa) environments should place strategic 
emphasis on a mission culture (emphasis on a shared vision and sense of 
organizational purpose along with clear direction and carefully defined roles 
and jobs). U.S. firms in most large scale-industries from the period after 
World War II to the beginning of the 1970s are good examples of this culture. 
Organizations facing stable internal environments should have a consistency 
culture (strategic less on participation and involvement and more on 
consistency of methods, establishment of systematic policies and procedures, 
conformity and membership collaboration). Until the mid 1990s, U.S. 
governmental administrative agencies were typical of this culture. 
The extent to which an organization can adapt and align its strategic focus and 
culture to changing environments will, in part, determine its cultural and 
organizational effectiveness. 
Another approach to studying culture series primarily from cognitive 
organization theory (Weick, 1985)"*^ . It regards organizations as knowledge 
systems and views organizational culture in terms of managerial information 
processing. Quinn and his colleagues (Quinn and McGrath, 1985^ *^ ; Quinn and 
Rohrbaugh, 1983 '^) proposed a Competing Values Approach (CVA) to 
understand values individuals hold for organizational performance. Proposing 
CVA as a meta theory emerging out of empirical studies and conceptual 
research, Quinn and McGrath (1985, p 317) observed that CVA "assumes that 
all abstract knowledge is organized around a consistent framework of 
perceptual values and that the articulation of these values can do much to 
further human understanding". Just as information processing takes place at 
the individual level, so does it occur at the level of groups. In organizations, 
over a period of time, groups of people develop collective belief systems 
about social arrangements and the "appropriate" nature to transactions. 
These transactions determine organizational members' identity, power and 
satisfaction. Incorporating beliefs about organizational purpose, criteria of 
performance, location of authority, base of power, leadership style, etc, Quinn 
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and McGrath (1985) proposed four types of transactional systems or cultural 
forms namely - rational, ideological, consensual and hierarchical cultures 
with market, adhocracy, clan and hierarchy respectively as the dominant 
organizational culture forms. Posting the concept of congruence, CVA 
suggests that when environmental uncertainty and intensity are high , 
"adhocracy" or developmental culture is the most congruent form and 
idealistic prime mover is the congruent leader. 
Table 3.4 Four Types of Fit or Congruence Source; Quinn and 
McGrath,1985 
Environmental 
Condition 
High Uncertainty-
High Intensity 
High intensity-
Low Uncertainty 
Low Uncertainty-
Low Intensity 
Low Intensity - High 
Uncertainty 
Organizational Culture 
and Form 
Developmental Culture 
(Adhocracy) 
Rational Culture 
(Market) 
Hierarchical Culture 
(Hierarchy) 
Consensual Culture 
(Clan) 
Leadership Style 
Idealistic Prime 
Mover 
Rational Achiever 
Empirical expert 
Existential team 
Builder 
The major strength of this framework is that it combines two dominant 
theoretical perspectives, namely, the systems structural perspective with the 
transaction cost perspective. The CVA analyses organizational cultures along 
two dimensions of a grid framework (Quinn, 1988) The first dimension 
reflects the extent to which an organization focuses its attention and energy on 
internal versus external functioning. 
Thus, the X-axis represents relative organizational emphasis o internal focus 
(including smoothing activities and integration) at one end and an external 
orientation (including concern for competition an differentiation) on the other. 
The second dimension represents control orientation in an organization and 
runs from control to flexibility. Thus, the Y-axis represents the range from 
organic processes (with emphasis on flexibility, spontaneity and individuality) 
to mechanistic processes emphasizing control, stability and order).These two 
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dimensions are combined to form four quadrants representing four different 
organizational cultures namely, the clan, adhocracy, hierarchy and market. 
Figure 3.4 Competing Values Framework, Cameron, K. S., & Quinn, R. 
E. 
Flexibility and Discretion 
o 
•-D 
(U 
o 
G 
CLAN CULTURE 
HIERARCHY 
CULTURE 
ADHOCRACY CULTURE 
MARKET CULTURE 
m 
X 
(T) 
-1 3 
Q) 
O O 
c 
3 
a 
3 
DJ" 
o' 
3 
Stability and Control 
Source: Cameron, K. S., & Quinn, R. E. (1999). Diagnosing and Changing 
Organizational Culture. 
Clan Culture 
The upper left quadrant labeled as "clan" combines high internal cohesion 
with concern for people. This culture emphasizes teamwork, sensitivity and 
consensus. In this culture, workplace is regarded as one big family. 
Participation of members is valued. Organizational loyalty and tradition are 
the hallmarks of this culture. Concern for people and personal satisfaction are 
regarded as more important values than financial and market objectives 
Market Culture 
The lower right quadrant labeled as "market" is directly opposite to clan 
culture, justifying the terminology "competing values". The market culture is 
characterized by external orientation and stability. The organization has a high 
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result orientation.. Goal achievement is important. Leaders demand 
performance, competitive stances and achievement of objectives. In other 
words, "winning" is an important organizational value. Productivity is 
obtained through market mechanisms such as competitive advantage and 
market leadership. 
Adhocracy Culture 
The upper right quadrant which combines flexibility and spontaneity with 
external orientation is termed as "adhocracy". The accent is on risk taking, 
adaptability and innovation. The organization is characterized by dynamism 
and experimentation so as to keep pace with external challenges. Individual 
creativity and initiative is valued. Initiative towards new market, new 
resources and growth is encouraged. 
Hierarchy Culture 
The lower left quadrant represents hierarchy culture. Representing values 
competing with the adhocracy culture is the hierarchy culture. The dominant 
values are control, predictability and consistency. Formal rules and regulation, 
policy, direction and surveillance are used to maintain stability. The term 
"adhocracy culture" connotes a special understanding of "entrepreneurial 
culture" in the Indian context. 
Figure 3.5 Emerging Cultures in Competing Values Framework 
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The effectiveness of an organization's culture (i.e.. its pliysical setting, 
language, behaviors, ceremonies, leaders - heroes and heroines - dominant 
values, norms, beliefs and assumptions) can be examined and evaluated from 
at least three perspectives. These perspectives should be viewed as different 
but complementary ways to understand cultural effectiveness. No single 
perspective represents the best or right way. 
A contingencN theory approach identifies effectiveness as the fit of 
organizational culture with its internal systems and environment. 
A goal- attainment approach identifies effectiveness as the extent to which 
stated goals are obtained. 
A competing values approach is interested in how well leaders and managers 
adopt effccti\e values and competencies as they respond to changing 
environments. Ideally, organizational leaders should be able to mobilize 
organizational culture to meet the demands of all perspectives. 
Organizational Culture-A Conceptual Framework 67 
Chapter III 
References: 
1 Kroeber, AL and Kluckhohn, C (1952) Culture A critical review of 
concepts and definitions, Cambridge, M A Harvard University Press 
2 Tyler, E B (1871) Primitive culture Quoted in Encyclopaedia 
Britanmca (2000) 
3 Pondy, L R, & Mitroff, 11 (1979) Beyond open systems models of 
organization Research in Organizational Behaviour, I, 3 -39 
4 Morgan, G (1986) Images of organizations Beverly Hills Sage 
Publications 
5 Louis, M R (1983) Organizations as culture-bearing mileux I n L R 
pondy, P J Frost, G Morgan, & T C Dandridge (Eds), 
Organizational Symbolism (pp 39-54) 
6 Meyer, JP (1980) A longitudinal analysis of links to newcomers 
commitment and role orientation Academy of Management Journal, 
pp847-58 
7 PfeflFer, J (1994) Competitive advantage through people Boston 
Harvard Business School Press 
8 Deal, TE and Kennedy, A A (1982), Corporate Cultures,AAd\son-
Wesley, Reading, M A, pp 1125-74 
9 Peters, TJ , «& Waterman, R H , Jr (1982) In search of excellence 
Lessons fi^om America's best-run companies New York Harper & 
Row 
10 Tichy, (]982) The Analysis of Natural Language 
11 Smircich, Linda (1983) Concept of cuhure and organizational 
analysis. Administrative Science Quarterly, Vol 28, pp 339-358 
12 Eagleton, T (2000) The idea of culture Oxford Blackwell 
13 American Heritage Dictionary (2000) 
14 Martin (1992) Organizational cuhure Beverly Hills, Sage PubHcation 
15 Harris, P and Ogbonna (1999) Conceptualization of Culture 
Houston, TX Gulf Publishing 
Organizational Culture-A Conceptual Framework 68 
Chapter III 
16. Boje., D.M., Fedor ad Rowland (1982). The story telling organization: 
A study of story performance in an office-supply firm. Administrative 
Science Quarterly, pp-106-126. 
17. R.H. Kilmann and M.J.Saxton in Kilmann Saxton Culture-Gap 
Survey, Pittsbury, Organizational Design Consultants, Inc., 1983. 
18. Wilkins. And Martin, The organizational culture war games: A 
struggle for intellectual dominance. London: Sage Publications. 
19. Andrews, F.,(1996).Scientists in Organizations, New York:John Wiley. 
20. Alvesson, M. (1989), "Concepts of organizational culture and 
presumed links to efficiency". International Journal of Management 
Science, Vol. 17 No. 4, pp. 323-33. 
21. Schein, E. (1985), Organizational Culture and Leadership,Jossey-
Bass, San Francisco, CA. 
22. Dandridge, T.C., MitroflF, I.I. and Joyce, W. (1980), "Organizational 
symbolism: a topic to expand organizational analysis". Academy of 
Management Reviewydi. 5 No. 1, pp. 77-82. 
23. Pettigrew, A.M. (1979), "On studying organizational culture", 
Administrative Science Quarterly, Vol. 24, pp. 570-81. 
24. Trice, H.M. and Beyer, J.M. (1984), "Studying organizational culture 
through rites and ceremonials". Academy of Management Review, Vol. 
9, pp. 653-69. 
25. Roskin, R. (1986), "Corporate culture revolution: the management 
development imperative". Journal of Managerial Psychology, Vol. 1 
No. 2, pp. 3-9.Rousseau, D. (1990), "Normative beliefs in fund-raising. 
26. Ott, J.S. (1989), The Organizational Culture Perspective, Brooks-Cole, 
Pacific Grove, CA. Psychology, Vol. 8, John Wiley, Chichester, pp. 
233-61. 
27. Sackman, S. (1991), "Uncovering culture in organizations". Journal of 
Applied Behavioural Science, Vol. 27 No. 3, pp. 295-317. 
28. Hampden-Turner, C. (1990), "Corporate culture for competitive 
edge". Economist, London. 
29. Fumham, A. & Gunter, B. (1993). Corporate assessment: auditing a 
company's personality. New York: Routledge. 
Organizational Culture-A Conceptual Framework 69 
Chapter III 
30. Hofstede, G. (1980), Culture's Consequences, Sage, Beverly Hills, 
CA 
31. Handy, C. (1993), Understanding Organizations, Penguin, 
Harmondsworth. 
32. Harrison, R. (1972). Understanding your organization' culture. 
Harvard Business Review, 50, 119- 128. 
33. Graves, D. (1986), Corporate Culture: Diagnosis and Change,St 
Martin's Press, New York, Jolla, CA, pp. 81-8. 
34. Jamieson, 1. (1980), "The concept of culture and its relevance for an 
analysis of business enterprise in different societies". International 
Studies of Management and Organization,^ Q\. 3, pp. 71-105. 
35. Siehl, C. and Martin, J. (1984), "The role of symbolic management: 
how can managers effectively transmit organizational cuhure?", in 
Hunt, J.G., Hosking, DM., Schriesheim, C A and Stewart, R. (Eds), 
Leaders and Managers: International Perspectives on Managerial 
Behavior and Leadership, Pergamon, New York, NY, pp. 227-69. 
36. Lewis, D.S. (1994), "Organizational change: relationship between 
reactions, behaviour and organizational performance". Journal of 
Organizational Change Management, Vol. 7 No. 5, pp. 41-55. 
37. White, L. A., & Dillingham, B. 1973. The concept of culture. 
Minneapolis, MN: Burgess Publishing Company. 
38. Triandis, H. C. (1994). Culture and social behavior. New York: 
McGraw-Hill. 
39. Fiske. Cuhure and Organizations. New York: The Free Press. 
40. Shapiro, H. L. (1957). Aspects of culture. New Brunswick, NJ: Rutgers 
University Press. 
41. Sapir, E. (1956).Culture,language and personality. Berkeley, CA: 
University of California Press. 
42. Bohannan, P. (1995). How culture works. New York: The Free Press. 
43. Hagberg, R. & Heifetz, J (1999). Corporate culture/organizational 
cuhure: understanding and assessment. Telling the CEO his/her baby 
is ugly. 
44. Denison, DR. (1984), "Bringing corporate culture to the bottom line", 
Organizational Dynamics, Vol. 13 No. 2, pp. 5-22. 
Organizational Culture-A Conceptual Framework 70 
Chapter III 
45 Cameron, K S , & Quinn, R E (1999) Diagnosing and changing 
organizational culture Reading, MA Addison-Wesley Pubiisning 
46 Etzioni, A (2001) The Monochrome Society Princeton Princeton 
University Press 
47 Goffee, R, & Jones, J (1998) The character of a corporation New 
York Harper Collins Publishers, Inc 
48 Pareek Udai Training Instruments (2002) New Delhi Tata Mc Graw 
Hill 
49 Pheysey, D (1993), Organisational Culture Types and 
Transformation, Routledge, London 
50 G G, & DiTomasco, N (1992) Predicting corporate performance 
from organizational culture Journal of Management Studies 29, 783-
798 
51 Weick, K (1969) The social psychology of organizing Reading 
M A Addison-Wesley 
52 Quinn, R E and M R Grath (1985) The transformation of 
organization cultures A Competing Values Perspective, 
Organizational Culture, Sage, London 
53 Quinn, R E , & Rohrbaugh, J (1983) A spatial model of effectiveness 
criteria Towards a competing values approach to organizational 
analysis Management Science, 29, 363-377 
54 Schneider, B (1990), Organisational Climate and Culture, Jossey-
Bass, San Francisco, CA 
55 Lawrence Paul R and Lorsch, Jay W (1967) Organization and 
Environment, MA Harvard Graduate School of Business 
Administration 
56 MuUe, B , & Cooper, C (1994) The relation between group cohesion 
and performance An integration Psychological Bulletin, 115,210-227 
57 Goffee, R, & Jones, J (1998) The character of a corporation New 
York Harper Collins Publishers, Inc 
58 Beyer, J M , & Trice, H M (1993) The cultures of work 
organizations Englewood Cliffs, NJ Prentice Hall, Inc 
59 Cooke, R A and Lafferty, JC (1983), Level V: Organizational 
Culture Inventory (Form I), Human Synergistics, Plymouth, MI 
Organizational Culture-A Conceptual Framework 71 
Chapter III 
60. Cooke, R. and Rousseau, D. (1988), "Behavioural norms and 
expectations, a quantitative approach to the assessment of 
organizational culture". Group and Organizational Studies, Vol. 13, 
pp. 245-73. 
61. Harrison, R. (1975), "Diagnosing organization ideology", in Jones, J.E. 
and PfeifFer, J.W. (Eds), The 1975 Annual Handbook for Group 
Facilitators, University Associates, Jolla, CA, pp. 101-7. 
62. G. G., & DiTomasco, N. (1992). Predicting corporate performance 
from organizational culture. Journal of Management Studies. 29, 783-
798. 
63. Robbins, S.P. (2002). Organizational behaviour-Cocepts, 
controversies and applications. Prentice Hall. 
Organizational Culture-A Conceptual Framework 72 
CHAPTKR IV 
ORCAINIZATIONAL PERFORMANCE - A THEMATIC 
TREATMENT 
• Key Performance Indicators 
• Performance Metrics of an Organization 
• Performance in Banks 
Chapter IV 
CHAPTER IV 
ORGANIZATIONAL PERFORMANCE - A THEMATIC 
TREATMENT 
Performance Measurement is the process of assessing the progress made 
(actual) towards achieving the predetermined performance goals (baseline). 
Output measures are calculations recorded activity or effort expressed 
quantitatively or qualitatively'. 
Organizational performance is achievement or exceeding organizational goals 
that has been set in a financial period. Once an organization has analyzed its 
mission, identified all its stakeholders, and defined its goals, it needs a way to 
measure progress toward those goals^. 
Senior executives understand that their organization's measurement system 
strongly affects the behavior of managers and employees. Executives also 
understand that traditional financial accounting measures like retum-on-
investment and earnings per share can give misleading signals for continuous 
improvement and innovation-activities today's competitive environment 
demands. The traditional financial measures worked well for the industrial era, 
but they are out of step with the skills and competencies companies are trying 
to master today. 
As managers and academic researchers have tried to remedy the inadequacies 
of current performance measurement systems, some have focused on making 
financial measures more relevant. Others have said, "Forget the financial 
measures. Improve operational measures like cycle time and defect rates; the 
financial results will follow" .^ In observing and working with many 
companies, researchers have found that senior executives do not rely on one 
set of measures to the exclusion of the other. They realize that no single 
measure can provide a clear performance target or focus attention on the 
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critical area of the business'*. Managers want a balanced presentation of both 
financial and operational measures. 
4.1 Key Performance Indicators (KPI) 
Whatever key performance indicators are selected, they must reflect the 
organization's goals, they must be key to its success and they must be 
quantifiable (measurable). Key Performance Indicators are those 
measurements and are usually long-term considerations. The definition of 
what they are and how they are measured do not change often. The goals for a 
particular key performance indicator may change as the organizations goals 
change, or as it get closer to achieving a goal. 
An organization that has as one of its goals "to be the most profitable company 
in an industry" will have key performance indicators that measure profit and 
related fiscal measures. "Pre-tax Profit" and "Shareholder Equity" will be 
among them. However, "Percent of Profit Contributed to Community Causes" 
probably will not be one of its key performance indicators. 
On the other hand, a school or a university is not concerned with making a 
profit, so its key performance indicators will be different. KPIs like 
"Graduation Rate" and "Success In Finding Employment After Graduation", 
though different, accurately reflect the schools mission and goals^. 
4.1.1 Key Performance Indicators must be Key to Organizational 
Success 
Many things are measurable. That does not make them key to the 
organization's success. In selecting key performance indicators, it is critical to 
limit them to those factors that are essential to the organization reaching its 
goals. If an organization's key performance indicator is "Increased Customer 
Satisfaction", that KPI will be focused differently in different departments. 
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The Manufacturing Department may have a KPI of "Number of Units 
Rejected by Quality Inspection", while the Sales Department has a KPI of 
"Minutes A Customer Is On Hold Before A Sales Representative Answers". 
A Customer Service Department may have as one of its key performance 
indicators, in line with overall company KPIs, percentage of customer calls 
answered in the first minute. A key performance indicator for a social service 
organization might be number of clients assisted during the year. 
Whatever key performance indicators are selected, they must reflect the 
organization's goals, they must be key to its success and they must be 
quantifiable (measurable). Key performance indicators usually are long-term 
considerations. The definition of what they are and how they are measured do 
not change often. The goals for a particular key performance indicator may 
change as the organizations goals change, or as it get closer to achieving a 
goal. 
Strategic, performance measurement-based management systems allow an 
organization to align its business activities to its strategy, and to monitor 
performance toward strategic goals over time. 
4.1.2 Key Performance Indicators Must Be Quantifiable 
If a key performance indicator is going to be of any value, there must be a way 
to accurately define and measure it. "Generate More Repeat Customers" is 
useless as a KPI without some way to distinguish between new and repeat 
customers. "Be The Most Popular Company" won't work as a KPI because 
there is no way to measure the company's popularity or compare it to others. 
It is also important to define the key performance indicators and stay with the 
same definition from year to year. For a KPI of "Increase Sales", you need to 
address considerations like whether to measure by units sold or by monetary 
value of sales. Will returns be deducted from sales in the month of the sale or 
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the month of the return? Will sales be recorded for the KPI at list price or at 
the actual sales price? 
The targets have to be set for each key performance indicator. A company goal 
to be the employer of choice might include a KPI of "Turnover Rate". After 
the key performance indicator has been defined as "the number of voluntary 
resignations and terminations for performance, divided by the total number of 
employees at the beginning of the period" and a way to measure it has been set 
up by collecting the information in an HRIS, the target has to be established. 
"Reduce turnover by five percent per year" is a clear target that everyone will 
understand and be able to take specific action to accomplish. 
4.2 Performance Metrics of an Organization 
As the vagaries of the stock market have shown us, there is more to a 
company's performance than just its financials. High-performing enterprises 
actively identify "key performance indicators," and measure their progress 
against established target values for those indicators, as a way of measuring 
their effectiveness. This is performance management and the key indicators 
are the Performance Measures (or metrics) of the enterprise. 
Performance management is used to track an organization's progress against 
its strategic plan and specific performance goals. While performance measures 
may be applied to individual projects to ensure that deadlines are met and 
costs are controlled, etc., it is essential for the Project Manager to understand 
how the project itself supports the organization's strategy, and how the project 
will impact or influence the organization's key performance measures. 
There are many different measurement frameworks - the Balanced Scorecard, 
Activity Based Costing, Competitive Benchmarking, Economic Value Added, 
Market-Value Added, EBIT (Earnings Before Income Tax), Return on 
Investment and Shareholder Value Added. Each of these provides a unique 
and different lens through which to view an organization's performance. 
Organizational Performance-A Thematic Treatment 76 
Chapter IV 
4.2.1 The Balanced Scorecard 
The balanced scorecard is a measurement frame-work which integrates 
multiple perspectives. It integrates four sets of measurements, complementing 
traditional financial measures with those driving future performance. An 
organization using this framework is encouraged to develop metrics that 
facilitate collection and analysis of information from the following 
perspectives: Financial, Customer, Learning and Growth and Internal 
Business Process. 
Table 4.1 Important Dimensions of Balanced Scorecard 
Financial Perspective 
Survive: Cash Flow 
Succeed: Quarterly sales growth and operating income by division 
Prosper: Increased market share and Return on equity 
Customer Perspective 
New Products : Percent of sales from new products 
Responsive Supply : On-time delivery (defined by cu$tomer)m 
Preferred Supplier: Share of key accounts purchases. 
Customer Partnership: Number of cooperative engineering efforts. 
Internal Business Perspective 
Technology Capability: Manufacturing geometry versus competition 
Manufacturing Excellence: Cycle Time, Unit Cost, Yield. 
New Product Introduction: Actual Introduction versus Plan 
Design Productivity : Silicon Efficiency, Engineering Efficiency 
Innovation and Learning Perspective 
Technology leadership: Time to develop next generation. 
Manufacturing Learning: Process time to maturity. 
Product Focus: Percent of products that equal 80% sales. 
Time to market: New Product Introduction versus competition 
Source Kaplan, R S and Norton D P (2004) Strategy Maps- Converting Intangible Assets into 
Tangible Outcomes, Boston M A, Harvard Business School Press 
Implementation of a balanced scorecard presents an opportunity for a 
performing organization to look at its existing pro-grams, services, and 
processes. 
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Performance measurements provide a mechanism for the organization to 
manage its financial and non-financial performance. Accountability is 
increased and enhanced, ensuring that projects support the organizational 
strategy, and that better services and greater satisfaction are provided to the 
customer. Performance that is measured and reported will improve. 
4.2.2 Benchmarking 
A standardized method for collecting and reporting critical operational data in 
a way that enables relevant comparison among the performances of different 
organizations or programmes, usually with a view to establishing good 
practice, diagnosing problems in performance, and identifying areas of 
strength. 
Vlasceanu et al., (2004, p. 26-28)^ also point out that benchmarking 'implies 
specific steps and structured procedures' and that there are different types of 
benchmarking depending on what data is compared. 
They specify the following: 
Strategic benchmarking (focusing on what is done, on the strategies 
organizations use to compete); 
Operational benchmarking (focusing on how things are done, on how well 
other organizations perform, and on how they achieve performance), 
Data-based benchmarking (statistical bench-marking that examines the 
comparison of data-based scores and conventional performance indicators)... 
Internal Benchmarking: Benchmarking (comparisons of) performances of 
similar programmes in different components of a higher education institution. 
Internal benchmarking is usually conducted at large decentralized institutions 
in which there are several departments (or units) that conduct similar 
programmes. 
(External) Competitive Benchmarking: Benchmarking (comparisons of) 
performance in key areas, on specific measurable terms, based upon 
information from institution(s) that are viewed as competitors. 
Organizational Performance-A Thematic Treatment 78 
Chapter IV 
Functional (External Collaborative) Benchmarking: Benchmarking that 
involves comparisons of processes, practices, and performances with similar 
institutions of a larger group of institutions in the same field that are not 
immediate competitors. 
Trans-Institutional Benchmarking: Benchmarking that looks across multiple 
institutions in search of new and innovative practices, no matter what their 
sources. 
Generic Benchmarking'. Compares institutions in terms of a basic practice 
process or service {e.g., communication lines, participation rate, and drop-out 
rate). It compares the basic level of an activity with a process in other 
institutions that has similar activity. 
Process-Based Benchmarking: Goes beyond the comparison of data-based 
scores and conventional performance indicators (statistical benchmarking) and 
looks at the processes by which results are achieved. It examines activities 
made up of tasks, steps which cross the boundaries between the conventional 
functions found in all institutions. 
Implicit Benchmarking: A quasi-benchmarking that looks at the production 
and publication of data and of performance indicators that could be useful for 
meaningful cross-institutional comparative analysis. It is not based on the 
voluntary and proactive participation of institutions (as in the cases of other 
types), but as the result of the pressure of markets, central funding, and/or co-
coordinating agencies. 
4.2.3 Activity Based Costing 
Activity Based Costing (ABC)^  is an accounting technique that allows an 
organization to determine the actual cost associated with each product and 
service produced by the 
organization without regard to the organizational structure. Activities can be 
defined as a named process, function, or task that occurs over time and has 
recognized results. Activities use up assigned resources to produce products 
and services. Inputs are transformed into outputs under the perimeters set by 
controls performed by the organization's employees and their tools. 
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Activities can be perceived as consumers of resources in production of 
materials, services, events, or information. Activities are the common 
denominator between business process improvement and information 
improvement. 
Steps for Performing ABC 
1. Analyze Activities 
First the scope of the activities to be analyzed must be identified. A 
determination then is made if an activity is value or non-value added; also if 
the activity is primary or secondary, and required or not needed. Value added 
is determined if the output of the activity is directly related to customer 
requirements, service or product, as opposed to an administrative or logistical 
outcome that services the providing organization. Primary activities directly 
support the organization's mission while secondary activities support primary 
activities. Required activities are those that must.always be performed while 
discretionary activities are performed only when allowed by the operating 
management. 
2. Gather Costs 
In this step costs are gathered for the activity producing the products or 
services provided as the outcome. These costs can be salaries, expenditures for 
research, machinery, office furniture, etc. These costs are used as the baseline 
activity costs. When documents for the costs incurred are not available, cost 
assignment formulas may be used. 
3. Trace Costs to Activities 
In this step the results of analyzing activities and the gathered organizational 
inputs and costs are brought together, which produces the total input cost for 
each activity. A simple formula for costs is provided - outputs consume 
activities that in turn have consumed costs associated with resources. This 
leads to a simple method to calculate total costs consumed by an activity -
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multiply the percent of time expended by an organizational unit, e.g., branch, 
division, on each activity by the total input cost for that entity. 
4. Establish Output Measures 
In this step the actual activity unit cost is calculated. Even though activities 
may have multiple outputs, only one is identified as the primary output. 
Activity unit cost is calculated by dividing the total input cost, including 
assigned costs from secondary activities, by the primary activity output 
volume; the primary output must be measurable and its volume or quantity 
obtainable. From this, a bill of activities can then be calculated which contains 
or lists a set of activities and the amount of each activity consumed. The 
amount of each activity consumed is extended by the activity unit cost and is 
added up as a total cost for the bill of activity. 
5. Analyze Costs 
In the final step, the calculated activity unit costs and bills of activity are used 
to identify candidates for improving the business processes. Managers can use 
the information by stratifying, for a Pareto analysis, the activity costs and 
identifying a certain percentage of activities that consume the majority of 
costs. 
4.2.4 Shareholder Value Added 
At the end of business cycle of a company, after all debts have been paid, the 
money 
that remains, which is also called the free cash flow is for the shareholder or 
the shareholders. The free cash flow is the amount of money that is left after 
all creditors are paid within the appropriate period. Therefore, the shareholder 
value is the value of the company (firm) minus the future claims (debts). 
hareder Value = Corporate Value (Firm Value) - Future Claims (Debts) 
Shareholder Value = (NPV of all future free cash flows + value of non-
operating assets ) - Future claims (Debts). 
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Non-operating Assets include: 
• Marketable securities (stocks 
• Over-funded pension plans 
Future claims include: 
• Interest-bearing debt (long-term and short-term) 
• Capital lease obligations 
• Under-funded pension plans 
• Contingent Liabilities 
4.2.5 Return on Investment (ROI) 
Return on Investment is an accounting valuation method. The return on 
investment depends on the following factors: 
• Length of project life 
• Capitalization policy 
• The rate at which depreciation is taken on books. 
• The lag between investment outlays and the recoupment of these 
outlays from cash inflows. 
• The growth rate of new investment. 
ROI: Net Income + Interest (I-Tax Rate)/Book value of Assets. 
4.2.6 Economic Value Added (EVA) 
Economic Value Added (EVA) is a financial performance method to calculate 
the true economic profit of a corporation. EVA can be calculated as Net 
Operating Profit After Tax minus a charge for the opportunity cost of the 
capital invested. By taking all capital costs into account, including the cost of 
equity, EVA shows the financial amount of wealth a business has created or 
destroyed in a reporting period. In other words, EVA is profit in the way that 
shareholders define it. If the shareholders expect, say, a 10% return on their 
investment, they earn money only to the extent that their share of the NOPAT 
exceeds 10% of equity capital. Everything before that just builds up to the 
minimum acceptable compensation for investing in a risky enterprise. 
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EVA = Net Sales - Operating Expenses = Operating Profit (EBIT)-Taxes 
= Net Operating Profit After Tax (NOPAT)- Capital Charges (Invested 
Capital X Cost of Capital) 
Some of the specific uses of EVA method is to set organizational goals, 
performance measurement, determining bonuses, communication with 
shareholders and investors, motivating managers, capital budgeting, corporate 
valuation and analyzing equities. 
4.2.7 Earnings Before Tax (EBIT) 
Earnings Before Interest and Tax includes all profits from operations, before 
interest and income taxes are deducted. Normally, non-operating profits and 
non-operating expenses are not included in EBIT. Earnings Before Interest 
and Tax (EBIT) is a traditional measurement method that does not include the 
cost of capital. Other words for EBIT are operating profit and operating 
earnings. 
EBIT = Net Sales -Operating Expenses 
An advantage of EBIT is it is easy to calculate and observe at divisional or sub 
divisional levels of the firm. A disadvantage of EBIT is it does not include the 
cost of capital. 
4.2.8 Market Value Added 
Market Value Added (MVA) is the difference between the equity market 
valuation of a listed/quoted company and the sum of the adjusted book value 
of debt and equity invested in the company. In other words: it is the sum of all 
capital claims held against the company; the market value of debt and the 
market value of equity. 
Market Value Added (MVA) = Market Value - Invested Capital. 
The higher the Market Value Added (MVA) is, the better it is. A high MVA 
indicates the company has created substantial wealth for the shareholders. 
MVA is equivalent to the present value of all future expected EVAs. Negative 
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MVA means that the value of the actions and investments of management is 
less than the value of the capital contributed to the company by the capital 
markets. This means that wealth or value has been destroyed. 
MVA does not take into account the opportunity costs of the invested capital, 
does not take into account the interim cash returns to shareholders and can not 
be calculated at divisional (Strategic Business Unit) level and can not be used 
for private held companies. 
4.3 Performance in Banks 
Banking sector reforms have changed the face of Indian Banking Industry. 
The reforms have led to the increase in resource productivity, increasing level 
of deposits, credits and profitability and decrease in non-performing assets. 
However, the profitability which is an important criteria to measure the 
performance of banks in addition to productivity, 
Financial and operational efficiency has come under pressure because of 
changing environment of banking^ An efficient management of banking 
operations aimed at ensuing growth in profits and efficiency requires up-to-
date knowledge of all those factors on which the bank's profits depends. 
Since the initiation of economic reforms in 1991-92, the banking sector in 
India has seen numerous developments and policy changes. 
Table 4.2 A Synoptic View of Indicators of Performance of Indian 
Banking Sector 
SI. 
No. 
1 
2 
Variables 
Gross Advances 
Public Sector Banks 
Private Sector Banics 
Foreign Banics 
Net Advances 
Public Sector Banics 
Private Sector Banks 
Foreign Banks 
1998-99 
325328 
43049 
31059 
297789 
39731 
29492 
1999-2000 
379461 
58220 
37432 
352714 
56035 
35543 
2000-01 
442134 
71237 
45396 
415207 
68059 
43063 
2001-02 
509369 
120958 
50631 
480681 
116473 
48705 
2002-03 
577813 
146047 
54184 
549351 
138951 
52171 
2003-04 
661975 
177419 
62632 
631383 
145163 
60506 
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3 
4 
5 
6 
7 
8 
9 
10 
11 
12 
Gross NPAs 
Public Sector Banks 
Private Sector Banks 
Foreign Banks 
Net NPAs 
Public Sector Banks 
Private Sector Banks 
Foreign Banks 
Loans And Advances 
Public Sector Banks 
Private Sector Banks 
Foreign Banks 
Market Share in 
Advances (%) 
Public Sector Banks 
Private Sector Banks 
Foreign Banks 
Deposits 
Public Sector Banks 
Private Sector Banks 
Foreign Banks 
Marltet Share in 
Deposits (%) 
Public Sector Banks 
Private Sector Banks 
Foreign Banks 
Net Profit 
Public Sector Banks 
Private Sector Banks 
Foreign Banks 
Priority Sector Lending 
Public Sector Banks 
Private Sector Banks 
Foreign Banks 
Total Income 
Public Sector Banks 
Private Sector Banks 
Foreign Banks 
Interest Earned 
Public Sector Banks 
Private Sector Banks 
51710 
(15.9) 
4655 (9.6) 
2357 (7.6) 
24211 
(8.1) 
2943 (6.7) 
866 (2) 
325328 
43049 
31059 
81.45 
10.78 
7.78 
553643 
74561 
43282 
82.45 
11.10 
6.45 
3258 
708 
693 
107200 
14295 
8270 
78867 
11491 
9719 
69474 
10039 
53033 
(14.0) 
4761 (7.4) 
2614(7) 
26187 
(7.4) 
3031(5.0) 
855 (2.4) 
354071 
54196 
35858 
79.72 
12.2 
8.07 
737281 
110039 
49377 
82.22 
12.27 
5.51 
5116 
1161 
968 
127807 
18348 
9699 
90911 
6235 
10330 
79414 
11543 
54672 
(12.4) 
5963 (8.0) 
3106(6.8) 
27977 
(6.7) 
3700 (5.2) 
785(1.8) 
414628 
68058 
42997 
78.87 
12.95 
8.18 
859376 
136667 
59190 
81.43 
12.95 
5.61 
4317 
1141 
945 
146546 
21550 
11835 
103499 
16589 
11987 
91129 
14493 
56507(11.1) 
11672(9.9) 
2726 (5.4) 
27958 (5.8) 
6668 (6.0) 
920(1.9) 
480118 
116841 
48478 
74.39 
18.1 
7.51 
968624 
169433 
67873 
80.32 
14.05 
5.63 
8301 
1779 
1492 
171185 
36705 
13414 
117249 
20817 
12960 
100722 
16548 
54086 (9.4) 
11800(8.2) 
2829 (5.2) 
24963 (4.5) 
6883 (5.2) 
918(1.8) 
549351 
138951 
52171 
74.19 
18.77 
7.05 
1079394 
207174 
69313 
79.61 
15.28 
5.11 
12295 
2958 
1824 
203095 
52861 
14848 
128404 
31866 
12044 
107193 
24553 
51541(7.8) 
10343 (6.3) 
3013 (4.6) 
19335(3) 
4178(3.1) 
933(1.5) 
632740 
170896 
60507 
73.22 
19.78 
7 
1226838 
268550 
79757 
77.89 
17.05 
5.06 
16546 
2035 
2243 
245672 
18276 
137602 
33153 
13021 
109496 
25541 
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13 
14 
15 
16 
17 
18 
19 
Foreign Banks 
Spread 
Public Sector Banlcs 
Private Sector Banks 
Foreign Banks 
Total Branches (No.) 
Public Sector Banks 
Private Sector Banks 
Foreign Banks 
Total Bank (No.) 
Public Sector Banks 
Private Sector Banks 
Foreign Banks 
Statutory Liquidity 
Ratio (%) 
Cash Reserve Ratio 
(Average) 
Banlt Rate (Average) 
Interest Rate on Bank 
Reserves (%) 
7857 
21634 
2174 
2656 
45381 
4881 
189 
27 
34 
42 
25 
10.33 
9 
4 
8227 
24039 
2854 
3250 
45924 
5010 
186 
27 
31 
41 
25 
9.5 
7 
4 
9470 
29436 
3808 
3707 
46067 
5205 
196 
27 
313 
41 
25 
8.25 
7.5 
4 
9700 
31568 
4240 
3646 
46118 
5376 
202 
27 
31 
42 
25 
5.25 
6.37 
4 
8972 
37340 
5864 
3907 
46461 
5445 
213 
27 
30 
32 
25 
4.75 
6.12 
4 
8990 
43731 
8011 
4718 
46635 
5737 
215 
27 
30 
32 
25 
4.5 
6 
6 
Source: RBI, Report on Trend and Progress of Banking in India, Various Issues. 
The more important reforms initiated in the banking sector includes adoption 
of prudential norms in terms of capital adequacy, assets classification and 
provisioning, deregulation of interest rates, lowering of Statutory liquidity 
Ratio (SLR) and Cash Reserve Ratio (CRR), opening of the sector to private 
participation, permission to foreign banks to expand their operations though 
subsidiaries, the introduction of Real Time Gross settlement (RTGS) and 
liberalization of FDI norms. 
The banks are facing a number of challenges such as frequent changes in 
technology required for modem banking, stringent prudential norms, 
increasing competition, worrying level of Non Performing Assets, rising 
customer expectations, increasing pressure on profitability, assets-liability 
management, liquidity and credit-risk management, rising operating 
expenditure, shrinking size of spread. The reforms in banking sector have also 
brought the profitability under pressure. RBI's efforts to adopt international 
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banking standards have further forced the banks to shift the focus to 
profitability for survival. Hence, profitability has become major area of 
concern for bank's management. In fact, profit is an important criteria to 
measure the performance of banks in addition to productivity, financial and 
operational efficiency. 
4.3.1 Input and Output of Commercial Banks 
Banking sector reforms have changed the face of Indian Banking Industry. 
The reforms have led to the increase in resource productivity, increasing level 
of deposits, credits and banking sector reforms have changed the face of 
Indian Banking Industry. The reforms have led to the increase in resource 
productivity, increasing level of deposits and credits. 
Banks are typically multi-input and multi-output firms. As a result, defining 
what constitutes 'input' and 'output' is fraught with difficulties, since many of 
the financial 
services are jointly produced and prices are typically assigned to a bundle of 
financial services. Additionally, banks may not be homogeneous with respect 
to the types of outputs actually produced. 
In view of these complexities, four approaclies have come to dominate the 
literature on banking output: the production approach, the intermediation 
approach, the operating (income-based) approach and more recently, the 
modern approach. 
Under the production approach, banks are primarily viewed as providers of 
services to customers. The input set under this approach includes physical 
variables (e.g., labour, material, space or information systems) and the outputs 
represent the services provided to customers and are best measured by the 
number of deposit and loan accounts. 
Under the intermediation approach, financial institutions are viewed as 
intermediating funds between savers and investors. Banks produce 
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intermediation services through the collection of deposits and other liabilities 
and their application in interest-earning assets, such as loans, securities and 
other investments. This approach includes both operating and interest 
expenses as inputs, whereas loans and other major assets count as outputs. In 
principle, there are three variant of intermediation approach, viz., the 
asset approach, the user cost approach and value added approach. 
The asset approach is a reduced form modeling of the banking activity, 
focusing exclusively on the role of banks as financial intermediaries between 
depositors and final uses of bank assets. Deposits and other liabilities, together 
with real resources (labor and physical capital) are defined as inputs, whereas 
the output set includes earning assets such as loans and investments. The user 
cost approach determines whether a financial product is an input or an output 
on the basis of its net contribution to bank revenue. If the financial returns on 
an asset exceed the opportunity cost of the funds or alternately, if the financial 
costs of a liability are less than the opportunity cost, they are considered as 
outputs; otherwise, they are considered as inputs. The value-added approach 
identifies major categories of produced deposits and loans as outputs because 
they form a significant proportion of value added. 
The operating approach (or income-based approach) views banks as 
business units with the final objective of generating revenue from the total cost 
incurred for running the business. Accordingly, it defines banks' output as the 
total revenue (interest and non-interest) and inputs as the total expenses 
(interest and operating expenses). 
Finally, the modern approach seeks to integrate some measure for risk, 
agency costs and quality of bank services.In this approach, the individual 
components of CAMELS are derived from the financial tables of the banks 
and are used as variables in the performance analysis.(Berger and Humphrey 
(1992)^ and Frexias and Rochet (1997)^ 
An efficient management of banking operations aimed at ensuring growth in 
profits and efficiency requires up to date knowledge of all those factors on 
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which the bank's profit depends. A lot of research work has so far taken place 
concerning the views about the role of financial and banking development in 
economic growth (McKinnon 1973; Shaw 1973; Rajan and Zingales 1998; 
Levie 2004; Singh 2005). Recently, studies have been undertaken for 
measuring the productivity and operational efficiency of banks in India. 
Cheema and Agarwal (2002), Ketkar, Noulasand Agarwal (2003), Singh 
(2003). Rajput (2002) and Saggar (2005) have examined the factors 
determining the profitability of banks in India. 
A very recent study conducted by Bodla and Verma (2006)'° concludes that 
control over Net Non-Performing Assets, Operating Expenses, Return on 
Assets, Business per Employee, Profit per Employee, Credit-Deposit Ratio, 
Spread and Non-Interest Income have moderate to high degree of relationship 
with net profits. Among the mentioned variable OE, NNPA, PPE have exerted 
immense influence on profitability of banks. 
The variables considered for the present study which are absolute 
indicators of management efficiency, liquidity and asset quality includes 
Credit-Deposit Ratio (C/D), Net Non-Performing Assets as percentage of 
Net Advances (NNPA), Return on Assets (RoA), Business per Employee 
(BPE) and Profit per Employee (PPE). 
Credit-Deposit Ratio: This indicates the total advance as proportion of total 
deposits. It indicates the management's aggressiveness to improve income by 
higher lending operation. Higher the ratio better. 
Capital To Risk Weighted Assets Ratio: Capital adequacy ratio is the ratio 
which 
determines the capacity of the bank in terms of meeting the time liabilities and 
other risk such as credit risk, operational risk, etc. In the most simple 
formulation, a bank's capital is the "cushion" for potential losses, which 
protect the bank's depositors (or other lenders). Higher the ratio, better. 
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Net NPAs represent the sum of substandard, doubtful and loss loans net of the 
provisions made for such loans expressed as a percentage of total assets. 
Lower the ratio the better. 
Return on Assets: This ratio measures the net free profits earned for every 
rupee of asset owned. A higher ratio means better income generating capacity 
of the assets and indicates better earning potential in the future. The higher the 
ratio the better. 
Business per Employee: This ratio is used to find out whether a bank is able 
to generate business in relation to the number of employees. It is also an 
indicator of over or under staffing. The higher the ratio the better. 
Profit per Employee : This ratio indicates the profits generated by each 
employee of the bank. This is also a check whether a bank is over or under 
staffed. The higher the ratio the better. 
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CHAPTER V 
LITERATURE REVIEW 
In the previous chapter, a thematic explanation of performance has been 
presented, highlighting the various metrics used while measuring performance 
and performance indicators in particular to the banking sector. An in-depth 
understanding of experiences and findings of other researchers would be quite 
useful in streamlining the framework of the current study. Thus, this chapter 
discusses in depth, the existing literature available both in the international and 
national context in this area. 
This chapter is divided into two sections: Section 5.1 discusses the different 
perspectives of values and culture 5.2 and 5.3 presents studies in the 
international and Indian context. Section 5.4 presents culture in an individual 
organization Section 5.5 focuses on the research carried out with respect to 
impact of culture on performance. 
5.1 Perspectives of Values and Culture 
Over the last few years corporate culture has been defined in many ways by 
various authors and researchers. However, many would agree that corporate 
culture can be referred to as a set of values, beliefs, and behavior patterns that 
form the core identity of organisations, and.help in shaping the employees' 
behavior (Deal and Kennedy, 1982*; Jones, 1983^ Schein, 1992^ Kotter and 
Heskett, 1992"; Pheysey, 1993 ;^ Van der Post, 1998 ;^ Deshpande and Farley, 
1999'). Corporate culture also acts as a cognitive map that influences the way 
in which the context is defined, for it provides the selection mechanisms or 
norms and values which people enact events (Jones, 1983). It is also a pattern 
of beliefs, symbols, rituals, myths, and practices that have evolved over time 
in an organisation (Pheysey, 1993)*. 
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Corporate culture is also the dominant values espoused by an organisation or a 
set of values and assumptions that underlie the statement: "this is how we do 
things around here" (Deal and Kennedy, 1982; Quinn, 1988f According to 
Van de Post et a). (1998), culture is, to the organisation, what personality is to 
the individual. It is a hidden but unifying force that provides meaning and 
direction. It is also a system of shared meanings, or systems of beliefs and 
values that ultimately shapes employee behavior. 
Much of the published research on organizational culture has emphasized the 
central importance of the values and beliefs that lie at the core of an 
organization's social system. 
Denison (1990)'° explains that in a values driven organization, the company's 
mission, vision, strategic planning, and everyday decision-making are 
based on its core values. Much of the published research on 
organizational culture has emphasized the central importance of the 
values and beliefs that lie at the core of an organization's social 
system. The most frequent topics of interest have been the ways in 
which organizations develop and maintain these central values and the 
behaviors that accompany them, or the manner in which these values 
and behaviors are transmitted to new members of an organization.. 
Krueger (1996)" presented that a lack of values in an organization results in 
low employee morale, lack of loyalty, insufficient employee advocacy, 
lack of professional passion and work leadership. Meaningless division 
of labour, labour specialization and no sense of belongingness are also 
outcomes of in a valueless organization. 
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DeGeus (1986)'^ underscores the importance of a common set of values in 
decision making. He discussed how the early founders or managers in 
long lived companies used values to survive and pinpoints one of the 
reasons why companies with a common set of core values contribute to 
organizational longevity. 
Kuczmarski and Kuczmarski (1995)'^ comments That values are enduring 
beliefs. If values are in place, it is likely that the task at hand, will 
endure hardships of any kind. If a group has established and clearly 
identified what it highly regards, cherishes, and believes in-its values-
then it will be able to handle the disheartening and challenging ups and 
downs that happen along any journey. 
Blanchard and O'Connor (1997)''* believes that values influence the decisions 
that the organizations make and impact the courses of action that it 
takes. If a group has commonly agreed-upon values in place, then the 
group's decisions and actions will be influenced by them. The group 
will be able to handle "mistaken turns" during their own organization's 
journey. Maintaining values requires both commitment and risk taking 
Societal and organizational sicknesses can be improved with sustaining 
values and norms that are embraced by both individuals and 
organizations. "In a company that manages by its values, there is only 
one boss-the company's values" (p. 55). 
Scholz (1987)'^ opines that corporate culture has to be kept strictly apart from 
similar looking concepts like the corporate identity, organisational 
climate or the national culture. Corporate culture is the implicit, 
invisible, intrinsic, and informal consciousness of the organisation 
which guides the behavior of the individuals and which shapes itself 
out of the behavior. 
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Kamal (1988)'^, while studying the organisational cuhure of Petronas, the 
national oil corporation in Malaysia, experienced that corporate 
cultures are real; mostly taken for granted; extremely controlling and 
directing of our behavior; and evolutionary in that they exhibit slow 
change under normal circumstances. Research on corporate culture 
also showed that it has a relationship with financial performance. 
Resuhs of the study also showed that firms that are financially more 
effective differ from those firms that are not effective with respect to 
the organisational culture dimensions used in the study. 
Van der Post et al. (1998) used 15 dimensions to measure corporate culture 
rather than a cultural typology. 
Goffee and Jones (1998) allude that culture is not a concept that invites precise 
definitions, and sees culture viewed by many as a fuzzy, amorphous 
abstraction. 
Hofstede and Neuijen (1990)'^ coin culture as a fad that has no consensus 
about definition, but agree with others who state that culture consists of 
the following characteristics: "(1) holistic, (2) historically determined, 
(3) related to anthropological concepts (4) socially constructed, (5) 
soft, and (6) difficult to change. 
Rokeach (1968)'^ presented values as "abstract ideals" positive and negative, 
not tied to any specific object or situation and represent a person's 
beliefs about modes of conduct and ideal terminal modes. 
Organizational values are defined as deep rooted, enduring, 
fundamental beliefs amongst organizational members about different 
aspects of organizational life. Organizational beliefs are described as 
the acceptance of facts, statements and sets of circumstances as truths. 
Beliefs are of three types : Descriptive or existential belief: i.e. those 
capable of being true or false. Evaluating beliefs, relating to good or 
bad. Prescriptive or proscriptive beliefs wherein some means or ends 
of action is judged to be desirable or undesirable. 
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Allport'^ says a value is a belief of the third kind - a prescriptive or 
proscriptive belief. Value is a belief upon which a man acts by 
preference. Values like all belief have cognitive, behavioural and 
affective components. Values play a central role in our lives. Much of 
our behaviour is based on the values we hold both individually and 
collectively. They provide a standard or act as a benchmark for 
fundamental norms of social process against which behaviour is guided 
and evaluated. Research has emphasized the importance of values and 
beliefs which are at the core of an organizational's social system. 
Many other researchers simply term culture as "the way we do things around 
here." The vastness and richness of this ocean is well captured in the 
following quotations of'gurus' cited by Hoecklin (1995)^° 
> Tyler, E. (1871). That complex whole which includes knowledge, 
belief, art, morals, law, custom and any other capabilities and habits 
acquired by man as a member of society. 
> Herskovits,M..J.(l 948) The man-made part of the human environment. 
> Kroeber, A.L. and Kluckohn, C. (1952). Transmitted patterns of 
values, ideas and other symbolic systems that shape behaviour. 
> Becker and Geer (1970) Set of common understandings expressed in 
language. 
> Van Maanen, J. and Schien, E.H. (1979). Values, beliefs and 
expectations that members come to share. 
> Schwartz, M.C. and Jordon, D.K. (1980) Patterns of belief and 
expectations shared by members that produce norms shaping 
behaviour. 
> Hofstede, G.H. (1980). The collective programming of the mind which 
distinguishes the members of one human group from another. 
> Louis, M.R. (1983). Three aspects: (l)some content (meaning and 
interpretation) (2) peculiar (3) to a group. 
> Hall, E.T. and Hall, M.R. (1987). Primarily a system for creating, 
sending, storing and processing information. 
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> Harris, P.R. and Moran, R.T. (1987). A distinctly human capacity for 
adapting to circumstances and transmitting this coping skill and 
knowledge to subsequent generations. 
> From this perspective, organizational processes are instrumental in 
achieving organizational goals. All the work processes are designed in 
such a manner that it should facilitate the achievement of desired goals. 
Wilkin (1990)^ ^ observed that the work gets done by living actors who address 
each other in certain ways, observe certain niceties and rules of office 
etiquette and shape their encounters, relations and actions in ways 
designed to reinforce and revivify the 'organizational process' so that it 
is capable of delivering the action demanded in particular situations". 
Prakash(1993)^' observed that recurring patterns of action may be 
instrumental but they are also symbolic and can be viewed as "styles" 
of action, or "sensuously patterned, to realize and express values 
intrinsic to the organizational process itself 
These studies have viewed cultural 'artifacts such as 'corporate saga', 
'folklore' or 'management' as powerful 'symbols' with meanings that help or 
reinforce the communication. They can be used to build organizational 
commitment, convey a philosophy of management, rationalize and legitimize 
activity, motivate employees and facilitate socialization. Culture from this 
perspective is viewed as " root metaphor". It promotes a view of organization 
as "expressive forms" or "manifestations of human consciousness". 
Bolman and Deal (1991)^ ^ study centred on symbols and their interpretation 
within an organizational context. The symbolic frame proposes a set of 
concepts and emphasizes the complexity and ambiguity of 
organizational phenomena, as well as the ways in which symbols 
mediate in the meaning of organizational events and activities. Non-
rational or emotion-driven thinking process takes over the rational 
thinking process. It seeks to interpret and focus on what makes 
symbols powerful and how they affect every aspect of human 
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experience, including life in organizations. Wliat is important about 
any event is not what happened, but what meaning it conveys. 
Symbolic frame mirrors human experiences. Veteran managers find 
that the symbolic frame articulates the wisdom and experiences that 
they have accumulated over the years. New comers whether they know 
it or not, encounter powerful symbolic issues from the moment they 
enter the organization. In essence, from the symbolic-interpretive 
perspective, organizational culture is a subjective perception of 
objective organizational characteristics that affects employees' 
performance and satisfaction. 
5.2 International Context 
In the widely read book on Japanese management by Pascale and Athos, the 
following list of values in force in Matsushita Electric Co, is cited values can 
mean both 'end-state values', as well as 'values-as-means', e.g. to increase 
market share by falsely advertising a 'new and improved product', or to 
plagiarize a feature of a service or product. The Seven Spiritual Values were: 
National Service through Industry, Fairness Harmony and Cooperation, 
Struggle for Betterment, Courtesy and Humility, Adjustment and 
Assimilation, Gratitude 
In an equally well known contemporary book on Management in Excellent 
American Companies by Peters and Waterman', the following crystallized 
values are furnished: A belief in being the 'best', A belief in the importance 
of the details of execution, A belief in the importance of people as individuals, 
A belief in superior quality and service, A belief that most members of the 
organization should be innovators, A belief in the importance of informality to 
enhance communication. Explicit belief in and recognition of the importance 
of economic growth and profits.The truth of the matter is that neither 
American nor Japanese industrialists are seen to violate their respective 
fundamental ethos, which necessarily evolves slowly and organically within 
their respective socio-historical and geo-physical conditions. Each list is 
authentic and has been useful from its cultural perspective, yet the note of the 
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grass-root, close-to-heart, familial humanism is much more audible in the 
Matushita list than in the Amencan. 
Tannenbaum and Davis (1997)^^ had foreseen the following abridged oicture 
of transition of values in the domain of organizational development in 
tne USA: From man as essentially bad to man as essentially good. 
Distrusting people toTrusting them. Avoiding facing others to 
appropriately confronting relevant data Avoidance of risk-taking to 
willingness to take risk. Process work as unproductive to essential for 
task accomplishment. Emphasis on competition to emphasis on 
collaboration. 
5.3 Indian Context 
What is the situation in India today? Gradually more and more companies are 
emerging with formal statements of values or beliefs. In the private sector firm 
a household name in consumer goods, the Chief Indian Executive reprinted in 
1990 booklet on values evolved by its British parent company and circulated 
it, under his signature, in an in-house workshop on 'Commitment'. These 
values are: Competitive ability. Clear Objectives, Taking Advantage of 
Change, Simple Organization, Committed People, Openness, Responsibility 
and Quality. 
A Public Sector firm has the following list of values: Customer satisfaction. 
Employees being the most important resource, they will be treated with 
respect and dignity. Integrity, fairness and equity in business dealings. Positive 
encouragement to creativity and innovation, a fanatic belief in quality 
excellence, an ethos of discipline and commitment, mutual loyalty and 
prosperity for vendors and suppliers, contribution to a clean environment and 
the quality of life. 
Unless values are articulated fi^om the very depths of a highly developed and 
deeply ingrained culture, they will not resonate authentically and inspire 
employees to maintain high levels of discipline and commitment in the face of 
Literature Review 100 
Chapter V 
increasingly disintegrating and norm less tendencies afflicting Indian 
organizations. 
In another successful private sector company, belonging to a well-known large 
industrial base, the following list of articulated values was displayed: Ensure 
customer satisfaction, Seek excellence in all we do. Set high standards of 
ethics, Foster creativity and innovation and Avoid all discrimination and 
secure future 
Sinha^ '* included these value items in his study because he suspected, that the 
prevailing notions about what values Indian managers generally held did not 
accurately reflect existing realities. He concluded the argument that each 
culture will have its own definition of the meaning and means of satisfaction 
of need level. The very concepts of belonging and safety are culture-bound 
and will reflect differences in basic assumptions and values. Ideals and values 
are only so because they stand above passing social fads. If everything is 
changing, mutable, fluctuating, then there is no permanent guide. 
Denison concluded that the values and beliefs of an organization give rise to a 
set of management practices - concrete activities that are usually rooted in the 
values of the organization. Concrete policies and practices are often difficult to 
separate from the core values and beliefs and the system of shared meaning 
that support them. 
5.4 Culture in an Individual Organization 
Hagberg and Heifetz (2000)^ ^ said that cultural assessment can enable a 
company to analyze the gap between the current and desired culture. 
Developing a picture of the ideal and then taking a realistic look at the 
gaps is vital information that can be used to design interventions to 
close the gaps and bring specific elements of culture into line. They go 
on to say that understanding and assessing your organization's 
culture can mean the difference between success and failure in 
today's fast changing business environment. A thoughtful 
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assessment of the culture can facilitate the alignment of values and 
strategic goals across subcultures. 
Fumham and Gunter (1993)^ ^ emphasized on the perceptual nature of 
organizational culture raised several questions . A major issue 
concerned the importance of the actual situation versus the perceived 
situation in determining behavior and attitudes in organizations. 
Oswalt (1970)^ ^ said that the most critical characteristic of culture in either of 
these contexts is that it is learned, shared, and patterned behavior 
which forms an integrated system. Within this system particular 
constellations of traits cluster as particular patterns; these in turn are 
integrated with one another into systemic patterns which in their 
totality produce a cultural pattern that is particular and unique in its 
configuration 
5.5 Impact of Culture on Performance 
Corporate culture has received much attention in the last two decades due to 
its effects and potential impact on organisational success. The pioneering work 
of Deal and Kennedy (1982) incited the interest of researchers and consultants 
to the concept of corporate culture, and how these values and philosophy 
guide the employees' behavior in the organisation towards greater success. 
Consequently, several researches have been conducted to identify the nature 
and type of corporate culture in organisations. The purpose was to elicit the 
key values, beliefs, and norms in an organisation that has given much 
impetus to the success and superior performance of the organisation. 
Kotter and Heskett (1992) believed that corporate culture has a long-term 
impact on the economic performance of the organisation. They found that 
firms with cultures that emphasized all the key managerial constituencies 
(customers, stockholders, and employees) and leadership from managers at all 
levels, outperformed firms that did not have those cultural traits by a huge 
margin. They also believed that corporate culture was becoming more 
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important in determining the success or failure of firms in the next decade. 
The study had the following findings and confirmed the positive correlation 
between culture and performance. The study derived four main conclusions: 
1. Corporate Culture can have a significant impact on an organization's long-
term economic performance. 
2. Corporate Culture will probably be an more important factor in determining 
the success or failures of companies in the next decade. 
3. Corporate Cultures that inhibit strong long term financial performance are 
"not rare: they develop easily, even in organizations that are full of reasonable 
and intelligent people. 
4. Although tough to change, corporate cultures can be made more 
performance enhancing. 
Denison (1990) found that certain types of culture could enhance 
organisational performance. In that study, corporate culture was based on the 
perceptions. The influence of corporate culture organisational practices and 
conditions, to characterize the organizational culture. He found that the 
organisation with participative culture performed better than other cultural 
types. He stated that shared meaning has a positive impact because an 
organization's members work from a common framework of values and 
beliefs that forms the basis through which they communicate. A high degree 
of shared meaning and a common frame of reference can increase an 
organization's capacity for coordinated action and promote a more rapid 
decision process. He continues to say that the theory of corporate culture and 
organizational effectiveness has a direct impact on its effectiveness and 
performance. Strategies, structures, and their implementation are rooted in the 
basic beliefs and values of an organization and present both limits and 
opportunities for what may be accomplished. 
Van der Post et al. (1998) found significant relationships between 
organisational culture and performance. He examined the relationship between 
organizational culture and financial performance of organisations in South 
Africa. The results showed that organisational culture has a positive 
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relationship with the financial performance of the firms. The results of the 
study also showed that firms that are financially more effective differ from 
those firms that are not effective with respect to the organisational culture 
dimensions used in the study. The study used 15 dimensions to measure 
corporate culture rather than a cuhural typology.They also believed that 
corporate culture is related to organisational strategy, particularly in the 
implementation of a selected strategy in an organization. 
Schwartz and Davis, 1981; Scholz, 1987; Choe, 1993; Rashid and 
Anantharaman, 1997). Deshpande and FarJey (1999) found that the corporate 
culture of successful Indian and Japanese firms were quite different in their 
marketing orientation. 
Deshpande and Farley (1999) studied the relationship between corporate 
culture and market orientation in Indian and Japanese firms. According to 
Despande and Farley there were four types of corporate culture: 
competitive culture, entrepreneurial culture, bureaucratic culture, and 
consensual culture. In the competitive culture, values relating to demanding 
goals, competitive advantage, marketing superiority, and profits were 
emphasized. In the entrepreneurial culture, the emphasis was on innovation, 
risk taking, high levels of dynamism, and creativity. In the bureaucratic 
culture, values like formalization, rules, standard operating procedures, and 
hierarchical coordination. The long-term concern of this culture was 
predictability, efficiency and stability. In the consensual culture, elements of 
tradition, loyalty, personal commitment, extensive socialization, teamwork, 
self-management, and social influence are important in the organisational 
values. The results showed that the most successful Indian firms had 
entrepreneurial culture, while the Japanese firms had entrepreneurial and 
competitive cultures. The consensual culture was also prevalent among the 
Japanese firms in that study. They also found that entrepreneurial culture is a 
more important predictor of good performance for Indian firms, while the 
competitive culture is more important for the Japanese firms. The results of 
their study also showed that entrepreneurial and competitive cuhures perform 
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better than consensual and bureaucratic cultures. The latter were more inward 
looking and closed than the former, which is more innovative and risk taker. 
Schwartz and Davis (1981 and Scholtz (1987) found that corporate culture is 
also related to organisational strategy 
Choe (1993)^ * found a strong relationship between corporate strategy and 
culture. He found that firms pursuing the prospectors' strategy tends to 
have developmental culture, and those with defensive strategy tend to 
have hierarchical culture. 
Rashid and Anantharaman (1997)^ ^ also found that there was an association 
between organisational strategy and culture which is consistent with 
the findings by Choe (1993). 
Pool (2000)^° examined the relationship between organisational culture and 
job stressors. He found that executives working in a constructive 
culture reduced the role stressors in their working environment. There 
was also an inverse relationship between role conflict and role 
ambiguity in a constructive culture. However, the passive culture 
showed a positive relationship between role conflict and role 
ambiguity. He also believed that organisational culture (passive or 
constructive) could hinder job performance, job commitment, and job 
satisfaction. 
Sadri and Lees (2001)^' found a positive corporate culture could provide 
immense beneflts to the organization and thereby a leading 
competitive edge over other firms in the industry. However, a negative 
culture could have a negative impact on the organisational 
performance as it could deter firms from adopting the required 
strategic or tactical changes. Such type of culture could inhibit future 
changes in an organisation. 
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From the above literature, it appears that organisational culture played 
an important role in promoting organisational success, and this could 
only be achieved by assuring an appropriate culture being developed or 
shaped in the organisation that matches the managers values, attitudes 
and behavior. 
The above studies suggest that corporate culture is an important component in 
the field of organisational behavior, particularly in trying to better understand 
the context of organisations and the people managing the organisation. This 
implies that corporate culture could affect the success of organisations in 
trying to achieve its goals and objectives. 
Goffee and Jones (1998) explain that no business strategy or program can or 
will succeed without the appropriate organizational culture in place. Even the 
most expensive and elegantly designed building cannot stand without a sound 
infrastructure of beams and girders. 
Most organizations, in their many parts, are characterized by several cultures 
at once, and it is critical that leaders and individuals alike understand where 
these different cultures exist, how they work together, and how they clash 
(Goffee and Jones, 1998, p. xv). Cultures come in many forms even within 
one organization, come into being for many reasons, and are evolving all the 
time (p.42). 
Studies relating organizational culture to performance tend to differ in terms 
of the performance measures that are used, across the types of organization 
that are studied. This is not unexpected, as the performance measures 
generally relate to the extent to which goals relevant to the specific 
organization are attained. Hence, the indicators used include indices of service 
quality at hospitals (Argote, 1989), the amount of money raised for a fund-
raising campaign (Rousseau, 1990), as well as a combination of other 
economic performance data (Kotter and Heskett, 1992; Quick, 1992). 
Variations were also found in these studies in terms of the use of longitudinal 
(e.g. Denison, 1984) and cross-sectional data of performance (Rousseau, 
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1990), as well as between idiographic (Frame et al, 1989) and nomothetic 
(Argote, 1989) studies. 
5.5.1 Idiographic studies 
Four case studies were found that related to organizational culture and 
performance (Fairfield-Sonn, 1993; Frame et al, 1989; Lewis, 1994; Quick, 
1992). All had investigated the impact of culture change on performance. 
Given Schein's (1990) argument that underlying assumptions in any 
organization's culture are difficult to change and unlearn, it is therefore not 
unexpected that the case studies found on culture and performance were 
conducted in the context of organizational change interventions. Three of the 
studies (Frame et al, 1989; Lewis, 1994; Quick, 1992) reported successful 
outcome data, but as yet none had found a firm relationship between culture 
and performance. Frame et al described an organizational transformation 
intervention, based on changes in the mission and values of a printing plant 
belonging to the Chicago Tribune newspaper firm. Although a variety of 
results over a year showed improvements that had even exceeded the original 
targets that were set, the authors admitted that there were some uncertainties in 
attributing causation for these improvements. Furthermore, although a system 
of measuring the outcomes of the corporate goals was implemented, there 
were no data to suggest the extent to which the values were accepted and/or 
internalized by the employees. The results from this study therefore suggest 
the importance of translating a vision into a set of measurable performance 
data as contributing towards organizational success. Similarly, in a case study 
of Southwest Airlines, Quick (1992) noted that the company possessed a well-
defined culture, rounded on a set of core values and basic assumptions. A 
variety of performance data (e.g. passenger volume, employee productivity) 
collected over 20 years showed the growing economic success of the airline, 
accompanied by anecdotal evidence of the values being manifested in the 
employees. However, as with the study at the Chicago Tribune, there was little 
information suggesting the extent to which the culture exists in the firm, nor 
any empirical evidence relating the culture of the organization to its 
performance. Quick also acknowledged that the economic success of an 
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organization may not be rooted in its culture, but rather that the culture may 
serve to foster the commitment necessary for a group of people to overcome 
adversity successfully. Two studies which tend to disprove the existence of a 
relationship between culture and performance examined the impact of 
organizational and cultural changes on a town council (Fairfield-Sonn, 1993) 
and an education institution (Lewis, 1994), respectively. Fairfield-Sonn 
reported the use of survey questionnaires to evaluate the impact of a two-and-
a-half year culture change effort at a town council. However, no objective 
performance data were collected to measure the change, although survey 
results suggested that the effort was a failure. The author suggested that the 
failure of the change effort was partially related to the nature of the core 
values that were being inculcated, as well as a lack of organizational structure 
to reinforce these values. This latter argument for suitable organizational 
structures therefore supports Quick's (1992) thesis that, at most, culture 
facilitates economic performance. A more systematic case study was that 
conducted recently by Lewis (1994). She examined culture and performance 
in relation to the change in status of an Australian educational institution -
from being a college of advanced education to a university. Lewis employed a 
triangulation method, collecting data over a period of four years, including 
both qualitative and quantitative information. Objective output as well as 
observational date were used as performance indicators and compared with 
information collected from ethnographic interviews and focus-group 
discussions which were content analyzed. Statistical analyses of the data 
showed that the staff had generally suffered a significant decline in work 
related values (as a measure of culture) while observational data and objective 
performance indicators showed more positive work behaviours and improved 
outcomes, respectively. Hence these findings suggest a negative, or at best no, 
relationship between culture and performance, contrary to the claims of Peters 
and Waterman (1982) and Deal and Kennedy (1982), for a "strong" culture as 
a prerequisite to successful organizational performance. 
The findings also demonstrate difficulties in inferring cultural values from the 
manifest behaviours of an organization's members (Lewis, 1994). The 
findings reported in these case studies do not point clearly to the presence of a 
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positive relationship between culture and organizational performance. Some of 
the problems encountered centre upon the rigour of the methodology 
employed (e.g. Frame et a/., 1989), as well as the influence of other 
intervening variables (e.g. Fairfield- Sonn, 1993; Quick, 1992) The most 
rigorous case study examined here (i.e. Lewis, 1994) also suggested problems 
in relating the observed aspects of culture to underlying cultural values, as 
well as having shown a lack of empirical correlation between culture and 
performance. However, it may be argued that these findings lack 
generalizability and would need to be replicated before they can be accepted 
as refuting the claims of the culture performance link. We therefore refer next 
to the findings from quantitative studies conducted in this area. 
5.2.2 Nomothetic studies 
One of the earliest quantitative studies examining the relationship between 
culture and performance was conducted by Denison (1984), who collected 
data on 34 American firms over a five-year period. Responses on one-time 
survey relating to perceptions of 
work organization and participation in decision making were correlated with 
data subsequently collected annually, pertaining to returns on investment and 
sales. 
Comparison was made between firms that were in the top half on the work 
organization and participation indices and those that were in the lower half. 
The firms with more positive perceptions of work organization were found be 
constantly better in performance than were firms with less positive views. 
However, decision-making style was found to be less clearly related to 
performance. Specifically, the more participative firms had slightly better 
performance, initially, which gradually improved over time. 
Similar results were obtained when these firms were compared to the rest of 
their industry, which led the author to conclude that "soft measures do, in fact, 
predict hard outcomes" (Denison, 1984, p. 17). These results, though 
encouraging, cannot be accepted unreservedly because the use of survey 
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questionnaires as the only measure of culture ignores other, more objective, 
indicators of organizational culture. In effect, the use employee perceptions 
suggests that the study had obtained a good measure of organizational climate 
(Payne and Pugh, 1976), rather than of organizational culture. 
Similar criticisms may be offered of Argote's (1989) findings on the positive 
relationship between norms and performance indicators in 44 hospital 
emergency units. In this case, perceptions about the roles of nurses in each 
hospital were positively correlated with the respective feedback on promptness 
of care, quality of nursing care and quality of medical care. As with Denison's 
(1984) study, the independent variable is not submitted provide a measure of 
organizational culture, but rather the employees' perceptions of aspects of 
climate. Furthermore, the reliability of the single-item measures culture used 
in this study is questionable. The findings pertaining to the perceptions of 
roles may also be reinterpreted in terms of the importance of appropriate 
organizational structures to facilitate performance. 
This finding would thus be consistent with that reported by Fairfield-Sonn 
(1993) on the possible reasons for the failure of a cultural transformation at a 
town council. In an apparent attempt to overcome some of the problems of 
measuring organizational culture, Rousseau (1990) examined the normative 
beliefs of 32 voluntary service organizations, using Cooke and Lafferty's 
(1983) Organizational Culture Inventory. The only performance indicator 
collected was the amount of money raised from a recently completed fund-
raising campaign. No significant positive correlations were found between the 
beliefs measured and the outcome data. The absence of any relationship could 
also be a result of the study's use of cross-sectional data, rather than a 
longitudinal design (Rousseau, 1990). 
Probably the most extensive study of the relationship between culture and 
performance was by Kotter and Heskett (1992), who conducted a number of 
related studies using 207 firms, over a five-year period. The research made use 
of various measures of culture and long-term economic performance data; 
each study was built on the findings of the preceding investigation so as to 
better examine the nature of the relationship. The initial objective was to 
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examine the link between "strong" cultures (i.e. having clearly identifiable and 
consistent values, with a distinctive way of doing things) and long-term 
performance. Only a modest correlation was found between indices of a 
"strong" culture and long-term performance. However, subsequent 
investigations showed that firms with cultures that were suited to their market 
environment performed better than did those who had equally "strong" 
cultures, but possessed a poorer fit with the environment. The authors 
followed up with a study to examine how changing environments affected 
culture and performance, and found that the firms with consistently good 
economic performance over time tended to possess core values that 
emphasized the importance of an adaptive culture. However, no data were 
used to support these latter claims, as the subsequent findings were based on 
qualitative information, obtained through interviews with the management and 
staff of the companies studied. Both the quantitative and qualitative 
approaches examined here have involved considerable methodological 
problems. Part of the reason for these problems can be attributed to the lack of 
a commonly agreed definition and model of organizational culture Furnham 
and Gunter, 1993). Serious doubts also exist with regard to the relationship 
between "strong" cultures and organizational performance, which is clearly 
refuted by Kotter and Heskett's (1992) study. Two cross-sectional studies 
using idiographic and nomothetic approaches (i.e. Lewis, 1994; Rousseau, 
1990) failed consistently to find any relationship between culture and 
performance. While some evidence exists for a correlation between culture 
and long-term economic performance in Kotter and Heskett's (1992) study, it 
is submitted that the nature of this relationship is not well established, in the 
absence of objective data.. The article, claims that a relationship exists 
between organizational culture and performance and have been examined by 
reviewing some of the research in this area. 
Two extremes along a continuum in the conceptualization of organizational 
culture were presented, together with a discussion of the main methodologies 
and the findings of some of the research studies in the literature. 
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A major obstacle to investigations of the relationship between performance 
and culture appears to be related to the application of the term "organizational 
culture". Definitional problems, as well as difficulties in the measurement of 
organizational culture, seem to have contributed to the inconclusiveness of the 
research. A triangulation of data collection methods for indices of culture 
could be employed, so as to reduce problems associated with the limitations of 
using singular measures, while providing convergent validity on the 
phenomena being investigated (Glaser et al, 1987; Lewis, 1994). 
Studies examining the alleged culture-performance link have also failed to 
discuss the influence of other variables, such as organizational structure and 
leadership. In particular, the positive findings noted by Quick (1992) and, 
particularly, by Kotter and Heskett (1992) seem to suggest that culture may 
only be an intermediary of the impact of effective leadership on organizational 
performance. 
Future investigations of the culture performance link need, therefore, to take 
into consideration and hopefully remove the effects of other factors. As it 
stands, the present examination does not seem to indicate a relationship 
between culture and the short-term performance of organizations, much less to 
show a causal relationship between culture and performance. While some 
evidence exists to suggest a correlation between "adaptive" cultures and long-
term performance, the absence of similar objective findings in other studies, as 
well as a need to account for the influence of other factors, makes this a 
tentative conclusion. In the presence of more rigorous and conclusive findings, 
the most important contribution of "culture" towards the understanding of 
organizations appears to be as a descriptive and explanatory tool, rather than a 
predictive one. 
In the Indian context, few studies have made an effort to establish the 
relationship between organizational culture and organizational performance. 
The various studies conducted in the banking industry have tried to measure 
the productivity and efficiency of the banks using financial parameters. There 
have been efforts towards describe organizational culture of private sector 
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banks but not of public sector banks. Thus it leaves a wide scope to find out 
the relationship between organizational culture and organizational 
performance. 
In this chapter, certain aspects related with the literature examining the 
relationship of organizational culture and organizational performance have 
been compiled. It has brought into light various methods used by the scholars 
to study the relationship. The next chapter will provide inputs to the 
methodology adopted in the current study. It defines the research objectives 
and area covered for the study. 
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RESEARCH METHODOLOGY 
The previous chapter provided useful insights on the literature available in 
establishing the linkage between organizational culture and organizational 
performance. The studies have shown that the organizational culture and 
organizational performance correlation is capable of being described than 
predicted. To gain meaningful results from the research, a rigorous methodolog\ 
has to be followed. The methodology adopted in the current study is discussed in 
the current chapter, h puts forth the research objectives in detail. Further it 
highlights the sample design and research hypothesis formulated for this study. 
6,1 Identification of the Problem 
In order to survive in today's competitive world, organizations are realizing that 
they must not only be concerned with what is happening outside but also with the 
internal issues and problems within. 
The banking industry has undergone a major change because of disinter-
mediation. deregulation, liberalization, globalization, financial sophistication, 
technological developments and densification in product and services. Out of 
these deregulation, technological innovations and globalization are significantK 
affecting the banking services. Due to liberalization banks are free to choose (a) 
their segment (b) products/services and (c) customers. This has lead to increased 
competition and more risk for effectively dealing whh. for which banks will ha\e 
to be highly innovative. 
However in the >ears ahead banks success in giving a better deal v\ill depend on 
the measure in which the banks leadership clarifies their strategic emphasis to tap 
the market potential, makes effective use of employees and nurtures and 
develops employees in a congenial work culture. 
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Among all factors in organization that has an impact on performance is 
organizational culture. It is also assumed that it has a great bearing on how the 
organization performs and effective it is vis-a-vis competitors. This is \\h\ the 
issue relating to organizational culture and organizational performance in banking 
industr> has been undertaken for in-depth study. 
The purpose of the present study is to identify the role of organizational culture 
and its impact on organization performance in banking industry. Therefore, the 
purpose of the present stud>' is to identify' the role of organizational culture with 
the performance of bank. 
6.2 Statement of the Problem 
The present research project has been designed to study the difference in 
perception of organizational core values and consistencies and inconsistencies in 
culture from the perspective oi' managerial and support staff of six banks 
classified into strong, average and weak banks (two from each). 
The study will also examine the relationship between the culture and performance 
with resp(jct to these. 
6.3 Objectives of the Study 
The research objectives of this study are: 
1. To establish whether people in strong banks have similar perceptions 
about their culture. 
2. To investigate the similarities and dissimilarities in the culture o\' strong 
banks, average banks and weak banks. 
3. To identify the competing Nalues between the organizational levels of the 
weak banks that may hinder the organizational performance. 
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4. To find out the relationship between corporate culture and organizational 
performance. 
5. To explore gaps in cultural variables between the levels of the 
organization and to suggest management certain appropriate 
inter\'entions. 
6.4 Scope of the Study 
The organizations' that this stiidv is focusing are nationalized banks. It is difficult 
to specify performance standards for services industry. The quality of ser\ ices 
varies not only among firms in the same industry but also from one transaction to 
the next. The reason is that, service industries are human intensive. Some specific 
characteristics of services which disfinguish them from products are intangibilit>. 
inseparability, variability and perish ability. The seven P"s which distinguish a 
bank from the rest are - product, price, promotion, place, process, physical 
evidence and people. 
A service culture can be described as a shared perception of what is 
important in an organization and shared values about why these things are 
important. 
Employees rely heavily on their perceptions of what is important by their 
perceptions of what the company and their leaders do. not so much on what they 
say. Employees gain their understanding of what is important through their daily 
experiences they have with the firm" human resources, operations, marketing 
practices and procedures. 
This study has been conducted in nationalized banks with varying performance 
and the area co\ered is New Delhi and NCR (National Capital Region). The 
perception regarding cultural variables of management staff and support staff of 
Oriental Bank of Commerce. Corporation Bank considered as strong banks. 
Union Bank of India. Punjab National Bank (PNB) considered as average hanks 
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and United Bank of India (UBI). UCO Bank considered as weak banks has been 
studied. 
6.5 Hypothesis 
To achieve the research objectives of this studv the following hypothesis will be 
tested : 
Hypothesis I 
HOI: There is no significant difference in the perceptions of cuUitre between 
managerial and .support staff of strong hanks in comparison to average and 11 eak 
hanks 
Hai:. There is significant difference m the perceptions of cuhiire hetween 
managerial and support staff of strong hanks in comparison to average and M eak 
hanks 
Hypothesis H. 
H02'. There is no significant difference in the core values of dominant 
characteristics helween the managerial and support staff of strong hanks in 
comparison to average and weak hanks 
HttT : There is significant difference in the core values of dominant 
characteristics hetween the managerial and support staff of strong hanks in 
comparison to average and weak hanks 
Hypothesis HI 
H03: There is no significant difference in the core values of organizational 
leadership het^veen the managerial and support staff of strong hanks m 
comparison to average and 11 eak hanks 
Htti : There is significant difference in the core values of organizational 
leadership hetween the managerial and support staff of strong hanks in 
comparison to average and weak hanks 
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Hypothesis IV 
Ho/. There is no sigmficanl difference in the core vahies of manageineni of 
emphn'ees hetveen the managerial and support staff of .strong hanks in 
con^parison to average and weaf( han/cs 
Ha4 : There is significant difference in the core vcdues of management of 
empU)\ees hetveen the managerial and support staff of strong hanks in 
comparison to average and weak hanks 
Hypothesis V 
H05: There is no significant difference in the core vahies of organizational glue 
hetMcen the managerial and support staff of strong hanks in comparison to 
average and weak hanks 
Has : There is significant difference in the core values of organizational glue 
hetMcen I fie managerial and support staff of strong banks in comparison to 
average and M'eak hanks (S 
Hypothesis VI 
Ho^: There is no significant difference in the core values of strategic emphases 
hetMcen tlie managerial and support staff of strong hanks in comparison to 
average and weak hanks 
Httf, : There is significant difference in the core values of strategic emphases 
between the managerial and support staff of strong hanks in comparison to 
average and ^\ eak hanks 
Hypothesis VII 
fHo-r'. There is no significant difference in the core values of criteria of success 
between the managerial and support staff of strong hanks in comparison to 
average and 11 eak hanks 
Ha?: There is significant difference in tfie core vafues of criteria of success 
between the managerial and support staff of strong hanks in comparison to 
average and 11 eak hanks 
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6.6 Design of Study 
The research study is descriptive in nature. Descriptive research studies are 
concerned with specific descriptions, with narration of facts and characteristics 
concerning individuals, groups or situations. 
This descriptive study has been conducted in banks with varying performance 
and the area co\ered is Delhi and NCR (National Capital Region). The 
managerial staff constituted Assistant Manager to General Manager level and 
support staff included clerk and award staff 
6.7 Sources of Data 
For the purpose of conducting the present study relevant data and important 
information have been collected from both primary and secondary sources. 
6.7.1 Secondary Source: Under this category the various sources used are 
presented as under: 
Publications and Reports published by Indian Banking Association (IBA), 
research studies related to banks conducted and published by research scholars, 
Financial Ratios of Banks and Annual Statement and Reports of Banks published 
by Reserve Bank of India (RBI) etc.. Financial Statements of respective Banks 
were used to analyze performance of banks. Various internet sites undertaking 
banking studies were also considered and used by the researcher to increase the 
understanding of the subject and benefit in the analysis of study. Websites of 
banks considered for study was also referred to know about the history, corporate 
office, regional office and the various products and services offered b> them. 
To build the body of knowledge and literature on "Organizational Culture", the 
researcher consulted similar studies carried out in India as well as abroad. The 
studies carried out by academicians and researchers published in various national 
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and international publications. Reputed Learning Resource Centers and Libraries 
in and around Delhi were consulted to widen the knowledge base and incorporate 
the relevant material useful for enriching the present study. 
6.7.2 Priman' Source 
Primary data were the main source of study. This study consists oi" both 
qualitative and quantitative research. The qualitative portion focuses on the 
possible inconsistencies in the perception of core organizational \alues from the 
perspective of the two levels in the banks. 
The quantitative portion of the study focuses on the possible inconsistencies in 
perceptions and thereby underlying core values in the four specific categories of 
organizational culture, again viewed from the perspective of managerial and 
support statT. 
6.8 Population Defined 
The nationalized banks were chosen as subject for the present study on the basis 
of a research study published by (Taiwan S. (2003). OORJA 1(1). The framework 
of Analysis of Study of Banks is appended in Annexures. 
Annexure VI describes the parameters chosen for the study and the weights 
assigned to each parameter. A statistical tool of Discriminant Analysis in context 
of all parameters used for rating of banks to generate cutoff values of Z-score 
using two ratios namely - "Net Non-Performing Assets to Total Assets" 
(designated as variable "x") and "Return on Assets'" (designated as variable "'>") 
through multi\ariate analysis was used by the scholar. Detailed working is shown 
in ANNEXl/RE IV). 
Equation for Z score thus developed was Z score = (-1.69445)x + (2.5395)y. 
(ANNEXURE 111). The banks which had a Z-score greater than 2.0 were 
classified as strona banks. Z-Score between 1.4752-1.9862 were classified as 
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average Banks and Banks which had a score less than 1.4572 were classified as 
weak banks. 
Besides the scholar ranked the banks on the basis of the 18 ratios from the 
financial statements for the period ranging from March-97 to Mar-
01.(ANNEXURE VII ) The ratios used as parameters in this study have been 
computed using the information available in the Annual Reports of the banks 
under consideration. The ratios were calculated by the scholar for all fifty banks 
included in the study and subsequently were ranked on each parameter. 
Thereafter, a composite score was computed using the aforementioned 
methodology. This exercise helped the researcher in arranging banks in the 
increasing order of their ranks for the time period under consideration and has 
resulted in a list of banks with overall ranks ranging from one to fifty. Ranks 
have been assigned for each year from 1996-97 through 2000 -
2001.(ANNEXURE VII).Composite ranks of the banks under study have been 
computed by weighted average method. Highest weight being assigned to the 
latest rank i.e., rating 2001 (Refer ANNEXURE VIII). 
Based on the above premises a list of 10 strong banks, 10 average banks and 10 
weak was generated (ANNEXURE II). 
6.9 Sampling Design 
Stratified Sampling was adopted to choose the sample of employee size (n) 
from managerial and support staff from respective banks. The main regional 
office of respective banks gave the number of employees located at Delhi and 
National Capital Region. 
The first two national banks from the strong banks, average banks and weak 
banks each were chosen for the study. When a particular bank did not participate 
in the study, the next best was chosen from the list. 
In all, six banks national banks, first two from the list of all three categories were 
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chosen for stud>. 
One branch from each place in the National Capital Region was chosen 
deliberately to make the sample representati\ e. 
The regional office was selected in Delhi and then the branch offices were chosen 
on convenience. 
Convenient sampling was adopted while selecting the sample from the selected 
stratum. But response of emplovees who had a minimum of 5 years longex it\ 
with the organization was considered for tabulation and analysis. The emplo\ee 
roster of each branch gave me the list of employees in the branch office, 
6.9.1 Strong Banks 
Corporation Bank 
Table 6.1 Distribution of Branches of CB in New Delhi and NCR 
Branches Total 
New Delhi 
Ghaziabad 
Noida 
Gurgaon 
Faridabad 
50 
2 
0 
2 
1 
Branches Co\ ered 
35 
1 
1 
1 
1 
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Figure 6.1 % age distribution of Branches Covered of CB in New Delhi 
and NCR 
120 00 
100 00 
80 00 
o 
re 60 00 
40 00 
20 00 
0 00 
Distribution of Branches 
[Hi ICB 
New Delhi Ghaziabad Noida Gurgaon Faridabad 
Regions 
As is evident from the table and resultant pie-chart and bar chart 70% of the 
branches have been covered in New Delhi whereas the percentage of branches 
covered in Ghaziabad, Gurgaon, Noida is 50% each and 100% in Faridabad. 
Figure 6.2 Pie-chart Showing the Area Spread of CB in New Delhi and NCR 
y'^\ \ V '^ 
CB 
• New Delhi 
• Ghaziabad 
nNoida 
nGurgan 
• Faridabad 
Here we can see that the location of branch offices is concentrated in New Delhi. 
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6.9.2 Oriental Bank of Commerce 
Table 6.2 Distribution of Branches of OBC in New Delhi and NCR 
Branches 
New Delhi 
Ghaziabad 
Noida 
Gurgaon 
Faridabad 
Total 
58 
2 
2 
2 
1 
Branches Covered 
49 
1 
1 
1 
1 
Figure 6.3 % age distribution of Branches Covered of OBC New Delhi and 
NCR 
Distribution of Branches 
120.00 
«o 60.00 
=rfT ^ I OBC 
New Delhi Ghaziabad Noida Gurgaon Faridabad 
Regions 
As is evident from the table and resuhant pie-chart and bar chart 84% of the 
branches have been covered in New Delhi whereas the percentage of branches 
covered in Ghaziabad, Gurgaon, Noida is 50% each and 100% in Faridabad. 
Figure 6.4 %age distribution of Area Spread of Oriental Bank of 
Commerce in New Delhi and NCR 
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(i 
v_ 
OBC 
n y 
• New Delhi 
• Ghaziabad 
DNoida 
• Gurgan 
• Fandabad 
Here we can see that the location of branch offices is concentrated in New Delhi. 
6.10 Average Banks 
6.10.1 Union Bank of India (UBI) 
Table 6.3 Distribution of Branches of Union Bank of India in New Delhi and 
NCR 
Branches 
New Delhi 
Ghaziabad 
Noida 
Gurgaon 
Faridabad 
Total 
58 
10 
2 
6 
4 
Branches Covered 
41 
6 
1 
3 
2 
% Covered 
70.69 
60.00 
50.00 
50.00 
50.00 
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Figure 6.5 %age distribution of Branches Covered of Union Bank of India 
in New Delhi and NCR 
80 00 
70 00 
60 00 
Distribution of Branches 
• Union Bank of India 
New Delhi Ghaziabad Noida 
Regions 
Gurgaon Faridabad 
As is evident from the table and resuhant pie-chart and bar chart 70% of the 
branches have been covered in New Delhi, 60% in Ghaziabad, 50% in Gurgaon, 
Noida and Faridabad. 
Figure 6.6 Pie Chart showing the Area Spread of Union Bank of India in 
New Delhi and NCR 
Union Banl( Of India 
• New Delhi 
• Ghaziabad 
D Noida 
D Gurgan 
• Faridabad 
Here we can see that the location of branch offices is concentrated in New Delhi, 
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6.10.2 Punjab National Bank (PNB) 
Table 6.4 Distribution of Branches Covered of Punjab National Bank in 
Delhi and NCR 
Branches 
New Delhi 
Ghaziabad 
Noida 
Gurgaon 
Faridabad 
Total 
38 
8 
6 
9 
10 
Branches Covered 
41 
6 
1 
3 
2 
% Covered 
70.69 
60.00 
50 00 
50.00 
50,00 
Figure 6.7 %age distribution of Branches Covered of OBC New Delhi and 
NCR 
Distribution of Branches 
IPNB 
New Delhi Ghaziabad Noida Gurgaon Faridabad 
Regions 
As is evident from the table and resultant pie-chart and bar chart 60% of the 
branches have been covered in New Delhi whereas the percentage of branches 
covered in Ghaziabad is 75%, 55% in Gurgaon, 50% in Noida and 70% in 
Faridabad. 
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Figure 6.8 Pie-chart Showing the Area Spread of Punjab National Bank in 
New Delhi and NCR 
PNB 
• New Delhi 
• Ghaziabad 
O Noida 
DGurgan 
• Fandabad 
Here we can see that the location of branch offices is concentrated in New Delhi. 
6.11 Weak Banks 
6.11.1 United Bank of India 
Table 6.5 Distribution of Branches of United Bank of India in New Delhi 
and NCR 
Branches 
New Delhi 
Ghaziabad 
Noida 
Gurgaon 
Faridabad 
Total 
26 
2 
2 
1 
1 
Branches Covered 
20 
1 
I 
I 
1 
% Covered 
76.92 
50,00 
50.00 
100.00 
100.00 
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Figure 6.9 %age distribution of Branches Covered of United Bank of India 
in New Delhi and NCR 
Distribution of Branches 
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As is evident from the table and resuhant pie-chart and bar chart 76% of the 
branches have been covered in New Delhi whereas the percentage of branches 
covered in Ghaziabad and Noida is 50% and 100% in Gurgaon and Faridabad 
Figure 6.10 Pie-chart Showing the Area Spread of United Bank of India in 
New Delhi and NCR 
Uifted Bank of India 
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6.11.2 UCO Bank 
Table 6.6 Distribution of Branches of UCO Bank in New Delhi and NCR 
Branches 
New Delhi 
Ghaziabad 
Noida 
Gurgaon 
Faridabad 
Total 
16 
1 
1 
1 
1 
Branches 
Covered 
14 
1 
1 
1 
1 
% Covered | 
87.5 
100 
100 
100 
100 
Figure 6.11 %age distribution of Branches Covered of UCO Bank in New 
Delhi and NCR 
105 
100 
01 95 
90 
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Distribution of Branches 
! 
-m- - -
] 
I UCO 
New Delhi Ghaziabad Noida 
Regions 
Gurgaon Faridabad 
As is evident from the table and resultant pie-chart and bar chart 87% of the 
branches have been covered in New Delhi whereas the percentage of branches 
covered in Ghaziabad, Noida , Gurgaon and Faridabad is 100%. 
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Figure 6.12 Pie-chart Showing the Area Spread of UCO Bank in New Delhi 
and NCR 
UCO 
• New Delhi 
• Ghaziabad 
DNoida 
DGurgan 
• Fandabad 
Table 6.7 Managerial Staff Covered in All the Banks 
Bank 
Coqjoration Bank 
OBC 
UBI 
PNB 
UBI 
UCO 
Total Managerial 
Staff 
358 *(4)354 
640 *(3) 637 
484 
627 *(20) 
365 
377 
Managerial Staff Covered 
42 
76 
48 
72 
43 
46 
"()Wastage 
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Figure 6.13 %age of Managerial Staff Covered in All the Banks 
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In total the sample of managerial staff covered for the study is 332. 12% from 
the population of managerial staff in Corporation Bank, Oriental Bank of 
Commerce, Punjab National Bank, United Bank of India and UCO Bank from 
New Delhi and NCR has been covered in the study. 10% of the managerial staff 
of Union Bank of India were part of the sample 
Table 6.8 Support Staff Covered in All The Banks 
Bank 
CB 
OBC 
UBI 
PNB 
UBI 
UCO 
Total Support Staff 
390 
663 *(10)653 
426 
738 
432 
401 
Support Staff 
Covered 
47 
79 
52 
83 
51 
49 
^0 Wastage 
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Figure 6.14 % age of Support StafT Covered in the Banks 
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In total, the sample of support staff covered for the study is 366. 12% from the 
population of manageria! staff in Corporation Bank, Oriental Bank of Commerce, 
Union Bank of India, Punjab National Bank, United Bank of India and UCO 
Bank from New Delhi and NCR has been covered in the study. 
Table 6.9 Sample in Comparison to Total Managerial and Support Staff 
Placed in New Delhi and NCR 
Banks 
CB 
OBC 
UBI 
PNB 
UBI 
UCO 
Total Managerial and Support 
Staff in New Delhi and NCR 
744 
1303 
910 
1365 
797 
778 
Total Covered Staff 
89 
155 
100 
155 
94 
95 
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Figure 6.15 % Sample in Proportion to Total Managerial and Support Staff 
Placed in New Delhi and NCR 
12.50 
12.00 
0) 11.50 
n 
^ 11.00 
10.50 
10.00 
% Total Sample of Employees 
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• UBI 
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DUBI 
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11.9% of employees of Corporation Bank, 12% employees of Oriental Bank of 
Commerce, 10 89% of employees of Union Bank of India, 10.89% employees of 
Punjab National Bank, 11.89% employees of United Bank of India and 12.04 % 
employees of UCO Bank has been covered in the present study 
Table 6.10 Total Sample/ Population - 688/5897 
Banks 
Strong Banks 
Average 
Banks 
Weak Banks 
Total/Sample 
(Managerial 
Staff) 
994/118 
1111/120 
742/99 
Total/Sample 
(Support Staff) 
1053/126 
1164/135 
833/100 
Total/Sample 
2047/244 
2275/255 
1575/189 
%age 
11.93 
11.20 
12 00 
Out of the 5897 managerial and support staff, 688 formed the sample of the 
present study In all 11.93%» of strong banks, 11.2% of average banks and 12.0%) 
of weak banks formed the sample of the study. 
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Figure 6.1 Vo age distribution of Branches Covered of CB in New Delhi 
and NCR 
Distribution of Branches 
120 00 
100 00 
80 00 
ra 60 00 
40 00 
20 00 
0 00 JMdL ICB 
New Delhi Ghaziabad Noida Gurgaon Fandabad 
Regions 
As is evident from the table and resuhant pie-chart and bar chart 70% of the 
branches have been covered in New Delhi whereas the percentage of branches 
covered in Ghaziabad, Gurgaon, Noida is 50% each and 100% in Faridabad 
Figure 6.2 Pie-chart Showing the Area Spread of CB in New Delhi and NCR 
CB 
• New Delhi 
• Ghaziabad 
nNoida 
nGurgan 
• Fandabad 
Here we can see that the location of branch offices is concentrated in New Delhi 
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6.9.2 Oriental Bank of Commerce 
Table 6.2 Distribution of Branches of OBC in New Delhi and NCR 
Branches 
New Delhi 
Ghaziabad 
Noida 
Gurgaon 
Faridabad 
Total 
58 
2 
2 
2 
1 
Branches Covered 
49 
1 
1 
1 
1 
Figure 6.3 % age distribution of Branches Covered of OBC New Delhi and 
NCR 
120.00 
100.00 
80.00 
0) 
«* 60.00 
40,00 
20.00 
0.00 
Distribution of Branches 
^ 
I OBC 
New Delhi Ghaziabad Noida Gurgaon Faridabad 
Regions 
As is evident from the table and resultant pie-chart and bar chart 84% of the 
branches have been covered in New Delhi whereas the percentage of branches 
covered in Ghaziabad, Gurgaon, Noida is 50% each and 100% in Faridabad. 
Figure 6.4 %age distribution of Area Spread of Oriental Bank of 
Commerce in New Delhi and NCR 
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OBC 
• New Delhi 
• Ghaziabad 
• Noida 
OGurgan 
• Faridabad 
Here we can see that the location of branch offices is concentrated in New Delhi. 
6.10 Average Banks 
6.10.1 Union Bank of India (UBI) 
Table 6.3 Distribution of Branches of Union Bank of India in New Delhi and 
NCR 
Branches 
New Delhi 
Ghaziabad 
Noida 
Gurgaon 
Faridabad 
Total 
58 
10 
2 
6 
4 
Branches Covered 
41 
6 
1 
3 
2 
% Covered 
70 69 
60.00 
50.00 
50.00 
50.00 
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Figure 6.5 %age distribution of Branches Covered of Union Bank of India 
in New Delhi and NCR 
Distribution of Branches 
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As is evident from the table and resultant pie-chart and bar chart 70% of the 
branches have been covered in New Delhi, 60% in Ghaziabad, 50% in Gurgaon, 
Noida and Faridabad. 
Figure 6.6 Pie Chart showing the Area Spread of Union Bank of India in 
New Delhi and NCR 
Union Banic Of India 
A 1 ^ f ^ ^ V. ) y 
• New Delhi 
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D Noida 
CGurgan 
• Faridabad 
Here we can see that the location of branch offices is concentrated in New Delhi. 
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6.10.2 Punjab National Bank (PNB) 
Table 6.4 Distribution of Branches Covered of Punjab National Bank in 
Delhi and NCR 
Branches 
New Delhi 
Ghaziabad 
Noida 
Gurgaon 
Faridabad 
Total 
38 
8 
6 
9 
10 
Branches Covered 
41 
6 
1 
3 
2 
% Covered 
70.69 
60.00 
50.00 
50.00 
50.00 
Figure 6.7 %age distribution of Branches Covered of OBC New Delhi and 
NCR 
Distribution of Branches 
I PNB 
New Delhi Ghaziabad Noida Gurgaon Faridabad 
Regions 
As is evident from the table and resultant pie-chart and bar chart 60% of the 
branches have been covered in New Delhi whereas the percentage of branches 
covered in Ghaziabad is 75%, 55% in Gurgaon, 50% in Noida and 70% in 
Faridabad. 
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Figure 6.8 Pie-chart Showing the Area Spread of Punjab National Bank in 
New Delhi and NCR 
PNB 
• New Delhi 
• Ghaziabad 
• Noida 
DGurgan 
• Faridabad 
Here we can see that the location of branch offices is concentrated in New Delhi 
6.11 Weak Banks 
6.11.1 United Bank of India 
Table 6.5 Distribution of Branches of United Bank of India in New Delhi 
and NCR 
Branches 
New Delhi 
Ghaziabad 
Noida 
Gurgaon 
Faridabad 
Total 
26 
2 
2 
1 
1 
Branches Covered 
20 
1 
1 
1 
1 
% Covered 
76.92 
50.00 
50.00 
100.00 
100.00 
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Figure 6.9 %age distribution of Branches Covered of United Bank of India 
in New Delhi and NCR 
Distribution of Branches 
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As is evident from the table and resultant pie-chart and bar chart 76% of the 
branches have been covered in New Delhi whereas the percentage of branches 
covered in Ghaziabad and Noida is 50% and 100% in Gurgaon and Faridabad 
Figure 6.10 Pie-chart Showing the Area Spread of United Bank of India in 
New Delhi and NCR 
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6.11.2 UCO Bank 
Table 6.6 Distribution of Branches of UCO Bank in New Delhi and NCR 
Branches 
New Delhi 
Ghaziabad 
Noida 
Gurgaon 
Faridabad 
Total 
16 
1 
1 
1 
1 
Branches 
Covered 
14 
1 
1 
1 
1 
% Covered 
87 5 
100 
100 
100 
100 
Figure 6.11 %age distribution of Branches Covered of UCO Bank in New 
Delhi and NCR 
Distribution of Branches 
<!• Cf i . 
O) 
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80 1 
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Regions 
Gurgaon Faridabad 
As is evident from the table and resultant pie-chart and bar chart 87% of the 
branches have been covered in New Delhi whereas the percentage of branches 
covered in Ghaziabad, Noida , Gurgaon and Faridabad is 100% 
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Figure 6.12 Pie-chart Showing the Area Spread of UCO Bank in New Delhi 
and NCR 
UCO 
• New Delhi 
• Ghaziabad 
DNoida 
nGurgan 
• FarJdabad 
Table 6.7 Managerial Staff Covered in All the Banks 
Bank 
Corporation Bank 
OBC 
UBI 
PNB 
UBI 
UCO 
Total Managerial 
Staff 
358 *(4)354 
640 *(3) 637 
484 
627 *(20) 
365 
377 
Managerial Staff Covered 
42 
76 
48 
72 
43 
46 
'i )Wastage 
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Figure 6.13 %age of Managerial Staff Covered in All the Banks 
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In total the sample of managerial staff covered for the study is 332. 12% from 
the population of managerial staff in Corporation Bank, Oriental Bank of 
Commerce, Punjab National Bank, United Bank of India and UCO Bank from 
New Delhi and NCR has been covered in the study. 10% of the managerial staff 
of Union Bank of India were part of the sample. 
Table 6.8 Support Staff Covered in All The Banks 
Bank 
CB 
OBC 
UBI 
PNB 
UBI 
UCO 
Total Support Staff 
390 
663 *(10)653 
426 
738 
432 
401 
Support Staff 
Covered 
47 
79 
52 
83 
51 
49 
*() Wastage 
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Figure 6.14 % age of Support Staff Covered in the Banks 
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In total, the sample of support staff covered for the study is 366 12% from the 
population of managerial staff in Corporation Bank, Oriental Bank of Commerce, 
Union Bank of India, Punjab National Bank, United Bank of India and UCO 
Bank from New Delhi and NCR has been covered in the study 
Table 6.9 Sample in Comparison to Total Managerial and Support Staff 
Placed in New Delhi and NCR 
Banks 
CB 
OBC 
UBI 
PNB 
UBI 
UCO 
Total Managerial and Support 
Staff in New Delhi and NCR 
744 
1303 
910 
1365 
797 
778 
Total Covered Staff 
89 
155 
100 
155 
94 
95 
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Figure 6.IS % Sample in Proportion to Total Managerial and Support Staff 
Placed in New Delhi and NCR 
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11.9% of employees of Corporation Bank, 12% employees of Oriental Bank of 
Commerce, 10.89% of employees of Union Bank of India, 10.89% employees of 
Punjab National Bank, 11.89% employees of United Bank of India and 12.04 % 
employees of UCO Bank has been covered in the present study. 
Table 6.10 Total Sample/ Population - 688/5897 
Banks 
Strong Banks 
Average 
Banks 
Weak Banks 
Total/Sample 
(Managerial 
Staff) 
994/118 
1111/120 
742/99 
Total/Sample 
(Support Staff) 
1053/126 
1164/135 
833/100 
Total/Sample 
2047/244 
2275/255 
1575/189 
%age 
11.93 
11.20 
12.00 
Out of the 5897 managerial and support staff", 688 formed the sample of the 
present study.In all 11.93% of strong banks, 11.2% of average banks and 12.0% 
of weak banks formed the sample of the study. 
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6.12 Survey Instrument 
Two separate survey instruments were used in the study. The qualitative 
instrument was developed by the researcher to interpret the subjects' perceived 
core values operating within the organization and was broken down into two 
sections. 
Section one asked for demographic information such as length of service and 
position within the bank. The instrument also listed 18 core values (Blanchard & 
O'Connor, 1997, p. 112) and asked participants to rank the top three values 
perceived as being practiced on a daily basis within the organization. Space was 
provided for participants to list additional values if necessary. 
The second part was the quantitative survey instrument known as the 
Organizational Culture Assessment Instrument (OCAI) and specifically 
"assesses six key dimensions of organizational culture: dominant 
characteristics, organizational leadership, management of employees, 
organizational glue, strategic emphases, and the organization's criteria of 
success" (Cameron and Quinn, 1997, p. 19). The instrument is in the form of a 
questionnaire that requires individuals to respond to just six items. 
The OCAI scores of participants were entered into an Excel spreadsheet. First, 
the respondents were sorted out into the appropriate organizational group. The 
following process was followed for each OCAI survey: 
The first step was to add together all A responses in the six categories of 
dimensions and divide by 6. That is, compute an average score for the A 
alternatives. Next, add together all B responses and divide by 6. The same 
computation for the C and D alternatives were repeated. Each of these scores 
relates to a type of organizational culture. (Cameron & Quinn, 1999, p. 25-27). 
After completing this process, the next step was to combine the average 
individual scores in each of the two organizational levels resulting in one group 
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OCAI score for each of the four categories. 
"The OCAI focuses on some core attributes of an organization that reflects its 
culture. The ratings of these core attributes indicated the types of culture that are 
dominant in the organization. In other words, the responses to the six questions 
helped highlight aspects of the organization's culture that identify its general 
cultural type, (p.55) 
6.13 Data Analysis 
The data collected through questionnaire were classified, coded and tabulated and 
all the responses were analyzed. The analysis of the data was done with the help 
of the SPSS 12.0 software. The responses were subjected to further statistical 
treatment through SPSS 14.0 software. The presentation of data was made in the 
form of tables, charts, etc. Levene's Test for Equality of Variances was carried 
out which revealed the similar perception between the management and support 
staff for the various statements describing attributes of a particular culture. This 
helped in proving the first null hypothesis. 
The second through six hypothesis is proved trough Chi-square test. The data 
were again subjected to Regression Analysis (Enter method) Model Summary 
(R^ Adjusted R )^. If any of the variable was missing or changed then there would 
be a difference of 0.002. 
6.14 Reliability 
The test-retest reliability was found by re-administering the instrument to a group 
of 35 bankers after an interval of six weeks. The coefficient of correlation ranged 
between 0.55 and 0.76, significant at 0.001 level. This shows high reliability of 
the instrument. 
Although there are a variety of ways to assess organizational culture, this 
instrument has been found to be both useful and accurate in diagnosing important 
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aspects of an organization's underlying culture. It has been used in more than a 
thousand organizations to predict organizational performance. 
The OCAI is based on a theoretical model entitled the Competing Values 
Framework. This framework is extremely useful in helping to organize and 
interpret a wide variety of organizational phenomena. The Competing Values 
Framework is a framework that was empirically derived, has been found to have 
both face and empirical validity, and helps integrate many of the dimensions 
proposed by various authors. 
In brief, the Competing Values Framework has been found to have a high degree 
of congruence with well-known and well-accepted categorical schemes that 
organize the way people think, their values and assumptions, and the ways they 
process information. 
A reliable survey instrument OCAI was used to gather perception of employees 
about their organizational culture. This instrument allows muhiple viewpoints to 
be considered in evaluating the attributes of an organization's cuUure. The 
framework used for choosing banks also has hundred percent predictive validity. 
Choice of employees and the interviews conducted thereby was with due care and 
caution to avoid biases and misinterpretation. 
6.15 Dependability of Data 
The item-total correlation for six OCAI items for a total sample of 90 bankers, 
were calculated separately for six banks in the sample. For the total sample the 
lowest correlation was 0.16 (for item 4) and the highest correlation was 0.51 (for 
item 2). The mean corrected item-total correlation of the six banks ranged from 
0.71 to 0.85. These show internal homogeneity of the scale. 
The study and the employees surveyed are genuine and authentic in nature. This 
rigorous research involved a sound theoretical foundation and a carefully thought 
out methodology. The research sampling design was logically developed and the 
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data-collection methods were meticulously followed. Data analysis and 
interpretation of the findings is based on testing of the hypothesis. Hence results 
are objective and dependable 
Limitation of the Study 
This will be discussed after Chapter VIII in the research report. 
Directions For Future Research 
This section follows limitations of the study at the end of the project report. 
Difficulties Faced By The Researcher 
Translating the questionnaire in Hindi for the support staff in the banks was 
strenuous because of the researcher's non-fluency in Hindi. The researcher had to 
meet the requirements of this project with equal efforts along with the 
professional demands. This many a times brought in physical and mental exertion 
and stressful situation. 
Researcher's Liability 
Despite all the care and caution taken, certain mistakes could have occurred for 
which the researcher is responsible. 
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TABULATION, ANALYSIS AND INTERPRETATION 
The previous chapter discussed the methodology used in the present study. It may 
be recollected that this study attempts to describe the relationship between 
organizational culture and organizational performance. 
There are five objectives of this study and the first hypothesis is studied through 
Independent sample t-Test. The other objectives will be studied through five 
hypothesis and tested using Chi-square test. 
The present chapter is hence organized into four sectors: 
Section 7.1 to 7.5 discusses the first section of the survey instrument. Hence the 
qualitative questions from Question 3. to Question 7 are presented in the 
tabulated form. 
Section 7.6 presents the analysis and interpretation of Hypothesis I. 
Section 7.7 to Section 7.12 presents the analysis of Hypotheses II to Hypothesis 
VII. 
Section 7.13 and Section 7.14 analyses research objectives 3 and 4 respectively. 
Section 7.16 presents the analysis of regression. 
7.1 Question 3: Below is a brief list of common values. Choose the top 3 values 
that you perceive as being used in your company on a daily basis and rank them 
accordingly, with #1 being the strongest value. You may add other values if you 
wish. A value can be described as "the way we do things around here." 
7.1. Values Chosen By Managerial and Support Staff of Strong Bank 
7.1.1 Corporation Bank 
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Table 7.1 Values Chosen by Managerial Staff of Corporation Bank 
Rank 
1 
2 
3 
Value 
Adaptable 
Collaboration 
Efficiency 
Score 
3 
2 
1 
Number of times Value 
Chosen 
20 
11 
6 
% 
47 
26 
14 
47% of the management staff chose ADAPTABLE as a core value being 
practiced in the organization while 26% felt COLLABORATION as core value 
practiced in the organization. While 6% of the management staff felt 
EFFICIENCY as a core value practiced in the banking practices. 
Table 7.2 Values Chosen by Support Staff of Corporation Bank 
Rank 
I 
2 
3 
Value 
Commitment 
Teamwork 
Quality 
Score 
3 
2 
1 
Number of times Value 
Chosen 
26 
13 
5 
% 
61 
31 
10 
61% of the support staff chose COMMITMENT as a core value being practiced 
in the organization while 31%) felt TEAMWORK as core value practiced in the 
organization. While 10%i of the management staff felt QUALITY as a core value 
practiced in the banking practices. 
Table 7.3 Comparison of Core Values Between Managerial and Support 
Staff of Corporation Bank 
MANAGERIAL STAFF VALUES 
Commitment 
Teamwork 
Quality 
SUPPORT STAFF VALUES 
Adaptable 
Teamwork 
Efficiency 
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Table 7.4 Combined Ranking of Core Values as Perceived by Ail 
Participants of Corporation Bank 
Commitment 
Adaptable 
Teamwork 
Collaboration 
Efficiency 
Quality 
7.1.2 Values Chosen by Managerial and Support Staff of Oriental 
Bank of Commerce 
Table 7.5 Values Chosen by Managerial Staff of Oriental Bank of Commerce 
Rank 
1 
2 
3 
Value 
Recognition 
Commitment 
Accountability 
Score 
3 
2 
1 
Number of times Value 
Chosen 
43 
22 
18 
% 
56 
29 
13 
56% of the management staff chose RECOGNITION as a core value being 
practiced in the organization while 29% felt COMMITMENT as core value 
practiced in the organization. While 13% of the management staff felt 
ACCOUNTABILITY as a core value practiced in the banking practices. 
Table 7.6 Values Chosen by Support Staff of Oriental Bank of Commerce 
Rank 
1 
2 
3 
Value 
Quality 
Control 
Commitment 
Score 
3 
2 
1 
Number of times Value Chosen 
30 
25 
13 
% 
37 
31 
16 
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37% of the support staff chose QUALITY as a core values being practiced in the 
organization while 31% felt CONTROL as core value practiced in the 
organization. While 16% of the management staff felt COMMITMENT as a 
core value practiced in the banking practices. 
Table 7.7 Comparison of Core Values Between Managerial and Support 
Staff of Oriental Bank of Commerce 
MANAGERIAL STAFF VALUES 
Recognition 
Commitment 
Control 
SUPPORT STAFF VALUES 
Quality 
Control 
Commitment 
Table 7.8 Combined Ranking of Core Values as Perceived by All 
Participants of Oriental Bank of Commerce 
Recognition 
Quality 
Control 
Commitment 
7.L3 Values Chosen by Managerial and Support Staff Average Banks 
7.1.3.1 Union Bank of India 
Table 7.9 Values Chosen by Managerial Staff of Union Bank of India 
Rank 
1 
2 
3 
Value 
Commitment 
Recognition 
Teamwork 
Score 
3 
2 
1 
Number of times Value 
Chosen 
23 
15 
6 
% 
48 
31 
12 
47% of the management staff chose COMMITMENT as a core value being 
practiced in the organization while 31% felt RECOGNITION as core value 
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practiced in the organization. While 12% of the management staff felt 
TEAMWORK as a core value practiced in the banking practices. 
Table 7.10 Values Chosen by Support Staff of Union Bank of India 
Rank 
1 
2 
3 
Value 
Control 
Teamwork 
Integrity 
Score 
3 
2 
1 
Number of times Value 
Chosen 
30 
15 
10 
% 
58 
29 
19 
58% of the support staff chose CONTROL as a core values being practiced in 
the organization while 29% felt TEAMWORK as core value practiced in the 
organization. While 19% of the management staff felt INTEGRITY as a core 
value practiced in the organization. 
Table 7.11 Comparison of Core Values Between Managerial and Support 
Staff of Union Bank of India 
MANAGERIAL STAFF VALUES 
Commitment 
Recognition 
Teamwork 
SUPPORT STAFF VALUES 
Control 
Teamwork 
Integrity 
Table 7.12 Combined Ranking of Core Values as Perceived by All 
Participants of Union Bank of India 
Control 
Commitment 
Recognition 
Teamwork 
Integrity 
Power 
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7.1.3.2 Punjab National Bank 
Table 7.13 Values Chosen by Managerial Staff of Punjab National Bank 
Rank 
I 
2 
3 
Value 
Collaboration 
Innovation 
Profitability 
Score 
3 
2 
1 
Number of times Value 
Chosen 
33 
26 
12 
% 
46 
36 
17 
46% of the management staff chose COLLABORATION as a core values being 
practiced in the organization while 36% felt INNOVATION as core value 
practiced in the organization. While 17% of the management staff felt 
PROFITABILITY as a core value practiced in the banking practices. 
Table 7.14 Values Chosen by Support Staff of Punjab National Bank 
Rank 
1 
2 
3 
Value 
Control 
Efficiency 
Relationships 
Score 
3 
2 
1 
Number of fimes Value 
Chosen 
39 
25 
15 
% 
47 
30 
18 
58% of the support staff chose CONTROL as a core values being practiced in 
the organization while 29% felt TEAMWORK as core value practiced in the 
organization. While 19% of the management staff felt INTEGRITY as a core 
value practiced in the banking practices. 
Table 7.15 Comparison of Core Values Between Managerial and Support 
Staff of Punjab National Bank 
MANAGERIAL STAFF VALUES 
Collaboration 
Innovation 
Profitability 
SUPPORT STAFF VALUES 
Control 
Efficiency 
Relationships 
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Table 7.16 Combined Ranking of Core Values as Perceived by All 
Participants of Punjab National Bank 
Control 
Collaboration 
Innovation 
Efficiency 
Relationships 
Profitability 
7.1.4 Response of Weak Banks 
7.1.4.1 United Bank of India 
Table 7.17 Values Chosen by Managerial Staff of United Bank of India 
Rank 
1 
2 
3 
Value 
Flexibility 
Commitment 
Development 
Score 
3 
2 
I 
Number of Times Value 
Chosen 
19 
15 
08 
% 
44 
35 
18 
44% of the management staff chose FLEXIBILITY as a core values being 
practiced in the organization while 35% felt COMMITMENT as core value 
practiced in the organization. While 18% of the management staff felt 
DEVELOPMENT as a core value practiced in the banking practices. 
Table 7.18 Values Chosen by Support Staff of United Bank of India 
Rank 
1 
2 
3 
Value 
Power 
Loyalty 
Creativity 
Score 
3 
2 
1 
Number of times Value 
Chosen 
23 
17 
08 
% 
44 
32 
15 
44% of the support staff chose POWER as a core values being practiced in the 
organization while 32% felt LOYALTY as core value practiced in the 
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organization. While 15% of the management staff felt CREATIVITY as a core 
value practiced in the banking practices. 
Table 7.19 Comparison of Core Values Between Managerial and Support 
Staff ofUnited Bank of India 
MANAGERIAL STAFF VALUES 
Flexibility 
Commitment 
Growth 
SUPPORT STAFF VALUES 
Power 
Loyalty 
Creative 
Table 7.20 Combined Ranking of Core Values as Perceived by All 
Participants ofUnited Bank of India 
Flexibility 
Power 
Commitment 
Loyalty 
Growth 
Creative 
7.1.4.2 UCO Bank 
Table 7.21 Values Chosen by Managerial Staff of UCO Bank 
Rank 
1 
2 
3 
Value 
Relationships 
Stability 
Flexibility 
Score 
3 
2 
1 
Number of Times Value 
Chosen 
18 
15 
08 
% 
39 
32 
17 
39% of the management staff chose RELATIONSHIPS as a core value being 
practiced in the organization while 32% felt STABILITY as core value practiced 
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in the organization. While 17% of the management staff felt FLEXIBILITY as a 
core value practiced in the banking practices. 
Table 7.22 Values Chosen by Support Staff of UCO Bank 
Rank 
I 
2 
3 
Value 
Control 
Co-operation 
Flexible 
Score 
3 
2 
1 
Number of times Value 
Chosen 
19 
12 
08 
% 
39 
24 
16 
39% of the support staff chose CONTROL as a core values being practiced in 
the organization while 24% felt COOPERATION as core value practiced in the 
organization. While 16% of the management staff felt FLEXIBLE as a core 
value practiced in the banking practices. 
Table 7.23 Comparison of Core Values Between Organizational Levels of 
UCO Bank 
MANAGERIAL STAFF VALUES 
Relationships 
Stability 
Flexibility 
SUPPORT STAFF VALUES 
Control 
Cooperation 
Flexibility 
Table 7.24 Combined Ranking of Core Values as Perceived by All 
Participants of UCO Bank 
Relationships 
Control 
Stability 
Commitment 
Cooperation 
Flexibility 
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7.2 Q.4 What are the result when these values are practiced? 
Table 7.25 Common Themes of Open-Ended Questions by Managerial and 
Support Staff of All The Banks 
RESPONSES 
MANAGEMENT 
SUPPORT STAFF 
POSITIVE 
RESPONSES 
Enjoyable work 
environment 
Good product 
Pull together 
Work together 
Teamwork 
All levels get along 
w/each other 
Friendships 
Understating the 
process 
Appropriate 
decisions 
Respect 
THEME 
Pride 
Teamwork 
Collaboration 
Informed 
NEGATIVE 
RESPONSES 
Minimal 
teamwork 
Minimal 
collaboration 
Values 
inconsistently 
practiced 
Lack of 
loyalty/quality 
Frustration 
Devalued/deme 
aned 
Distrusting 
Mistrust 
Low morale 
Mistrust/suspic 
ion 
Lip services 
from top 
management 
Push pull effect 
Diluted 
teamwork 
People 
devalued 
THEM 
E 
Don't 
feel 
valued 
Lack of 
team 
work 
Lack of 
Trust 
Don't 
feel 
valued 
Don't 
"walk 
the 
talk" 
Inconsi 
stency 
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7.3 Q.5 Are values important in 
RESPONSES 
MANAGEMENT 
SUPPORT STAFF 
MANAGEMENT 
POSITIVES 
RESPONSES 
Values are inherent 
Values are extremely 
important 
If we "walk the talk" 
staff feels valued 
Gives workplace and 
relationships integrity 
Quality 
Pride for 
organization's success 
Values produce pride 
in efforts 
People work together 
Develops strong work 
ethic 
Guide the "way we do 
things around here" 
Need values for 
stability 
Impacts negatively 
when values aren't 
met 
Establish 
boundaries/personal 
expression 
Leads to respect 
Determine work ethic 
Core values help 
organization function 
Basis for relationship 
Helps organization's 
success 
Work toward common 
goal 
the workplace ? Why? 
THEME 
Integrity 
Quality 
Pride 
Direction 
Guidance 
Guidance 
Direction 
Values 
people 
NEGATIVE 
RESPONSES 
Same values 
should be 
practiced as 
stressed by 
management 
Management's 
values are over 
other's 
Don't know 
which values to 
respond to 
If we don't 
"walk the talk", 
staff feels 
mistrust 
THEME 
Inconsistency 
between 
espoused 
values and the 
values actually 
practiced 
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7.4 Q6. Where did these values come from ? 
Table 7.27 Common Themes of Open-Ended Questions by Managerial and 
Support Staff 
Category 
MANAGEMENT 
SUPPORT 
Responses 
Family 
Past work Environments 
Vision Statement 
Chairman's Address 
Meetings with the Top Management 
CMD's leadership strategies 
HR Policies 
Practices towards customers 
Organization Itself 
Management literature 
Books related successful management practices 
Practices of Successful companies 
Values practiced by global leaders 
Interaction with consultants and academicians 
Peers 
Parents 
Family 
Friends 
Religion 
Seniors 
Top Management 
This Organization 
Teachers 
Philosophical teachings 
Society 
Encouragement received from seniors 
Theme 
Family 
Peers 
Work 
Top 
Management 
Environment 
Success 
Books 
/Articles 
Management 
Literature 
Organization 
Home 
Management 
Friends 
Society 
Hr 
Department 
Seniors 
Organization 
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7.5 Q 7. Do the organizational values align with your personal values? 
Table 7.28 Responses to Alignment of Organizational Values with Personal 
Values 
RESPONSES 
Management 
Support 
POSITIVE 
RESPONSES 
Few 
Some 
Stated values-
yes 
So far, yes 
Most 
Yes 
Some do 
So far, yes 
Some of them 
Indifferent 
Yes 
Not all 
Only one or two 
Business 
demands 
Market 
dynamics 
THEME 
Partial 
Sometimes 
Most 
Some 
Some 
NEGATIVE 
RESPONSES 
No - don't "walk 
the walk" 
No 
Fast Adaptation 
Not Always 
Practiced values-
No 
Some- Too much 
time spent at work 
Technology 
adaptation 
Change 
THEME 
No 
Some 
The analysis of this statement reveals that there is difference in alignment of 
personal values with organizational values irrespective of the strength and 
soundness of the bank. 
Employees felt that government directives influence bank' strategies and the 
leadership and visionary status of the Chairman. 
As a whole, the management did not feel that all organizational values aligned 
with their personal values, while the support staff and management as a whole 
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stated that some organizational values aligned with their own values while others 
did not. 
Objective 1: To establish wliether people in strong banks have similar 
perceptions about their culture. 
To study this objective, the following hypothesis is formulated. 
7.6 Hypothesis I 
Hoi: There is no significant difference in the perceptions of culture between 
managerial and support staff of strong banks in comparison to average and weak 
banks. 
Htt]:. There is significant difference in the perceptions of culture between 
managerial and support staff of strong banks in comparison to average and weak 
banks. 
7.6.1 t-Test of Corporation Bank 
The t-test indicates that that the difference in means and standard deviation on 
perception of cultural values on the following dimensions are found to be 
significant at 0.05 level (p<0.05). Hence it is concluded the managerial and 
support staff of CB have similar perceptions on the following cultural aspects of 
the organization. (Annexure IX and X) 
Similar Perceptions of Employees at Corporation Bank 
1. The organization is very dynamic and entrepreneurial place. People are 
willing to stick their necks out and take risks. (Mean Values of 39.98 and 
39.66 with Std.Dev of 1.919 and 1.238) at t -.001 (Annexure XI) 
2. The leadership in the organization exemplifies mentoring, facilitating, or 
nurturing. (Mean Values of 14.43 and 15.21 with Std.Dev of 1.837 and 
2.293) at t -.000 
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3. The leadership in the organization exemplifies entrepreneurship, 
innovation and risk taking. (Mean Values of 54.05 and 51.81 with 
Std.Devof 4.231 and 3.651) at t-.000 
4. The management style in the organization is characterized by teamwork, 
consensus, and participation. (Mean Values of 29.21 and 28.62 with 
Std.Dev of 4.97land 3.247) at t -.000 
5. The management style in the organization is characterized by individual 
risk-taking, innovation, freedom, and uniqueness. (Mean Values of 41.86 
and 42.73 with Std.Dev of 3.524 and 4.274) at t -.000 
6. The glue that holds the organization together is commitment to innovation 
and development. There is an emphasis on being on the cutting edge. 
(Mean Values of 50.36 and 49.36 with Std.Dev of 4.471 and 4.847) at t 
-.000 
7. The organization emphasizes acquiring new resources and creating new 
challenges. Trying new things and prospecting for opportunities are 
valued. (Mean Values of 50.36 and 49.36, with Std.Dev of 4.471 and 
4.847) at t -.000 
8. The organization defines success on the basis of having the most unique 
or newest products. It is a product leader and innovator. (Mean Values of 
45.24 and 45.32 with Std.Dev of 4.547 and 5.150) at t -.000. 
9. The leadership in the organization is generally considered to exemplify a 
no-nonsense, aggressive, result-oriented focus. (Mean Values of 45.24 
and 45.32 with Std.Dev of 4.547 and 5.150) at t -.000 
10. The glue that holds the organization together is formal rules and policies. 
Maintaining a smooth-running organization is important. (Mean Values 
of 15.14 and 15.49 with Std.Dev of 2.807 and 2.115) at t -.001. 
11. The glue that holds the organization is the emphases on achievement and 
goal accomplishment. Aggressiveness and winning are common 
themes. (Mean Values of 14.64 and 14.36 with Std.Dev of 3.560 
and 2.540) at t - .000 
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7.6.2 t-Test of Oriental Bank of Commerce 
The t-test indicates that that the difference in means and standard deviation on 
perception of cultural values on the following dimensions are found to be 
significant at 0.05 level (p<0.05). Hence it is concluded the managerial and 
support staff of OBC have similar perceptions on the following cultural aspects 
of the organization. (Annexure XI and XII) 
Similar Perceptions of Employees at Oriental Bank of Commerce 
1. The organization is a very personal place. It is like an extended family. 
People seem to share a lot of themselves. (Mean Values of 18.67 and 
22.62 with .900 and 4.05 Std.Dev)t-.000 (Annexure XIll). 
2. The organization is a very dynamic and entrepreneurial Place.'People are 
willing to stick their necks out and take risks. (Mean Values of 23.93 and 
33.93 with 6.838 and 7.921 Std.Dev)t-.000 
3. The organization is very results oriented. A major concern is with getting 
the job done. People are very competitive and achievement oriented. 
(Mean Values of 49.08 and 49.17 with 3.38 and 5.059 Std.Dev)t-.000 
4. The organization is a very controlled and structured place. Formal 
procedures generally govern what people do. (Mean Values of 19.24 and 
17.82 with 1.335 and 2.274 Std.Dev)t-.000 
5. The leadership in the organization exemplifies mentoring, facilitating and 
nurturing. (Mean Values of 14.93 and 14.92 with 1.628 and 2.2886 
Std.Dev)t-.000 
6. The leadership in the organization exemplifies a no-nonsense, aggressive, 
results-oriented focus. (Mean Values of 48.38 and 49.19 with 4.964 and 
6.019 Std.Dev)t-.001 
7. The management style in the organization is characterized by individual 
risk-taking, innovation, freedom, and uniqueness. (Mean Values of 16.38 
and 16.58 with 2.658 and 3.540 Std.Dev)t-.001 
8. The management style in the organization is characterized by security of 
employment, conformity, predictability, and stability in relationships. 
(Mean Values of 18.82 and 18.92 with 3.253 and 4.361 Std.Dev)t-.000 
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9. The glue that holds the organization together is loyalty and mutual trust. 
Commitment to this organization runs high. (Mean Values of 23.93 and 
33.93 with 6.838 and 7.921 Std.Dev) t-.OOO 
10. The glue that holds the organization together is commitment to innovation 
and development. There is an emphasis on being on the cutting edge. 
(Mean Values of 15.71 and 15.63 with 2.677 and 6.221 Std.Dev)t-.000 
11. The glue that holds the organization together is formal rules and policies. 
Maintaining a smooth-running organization is important. (Mean Values of 
18.29 and 18.23 with 4.439 and 6.047 Std.Dev)t-.001 
12. The organization emphasizes competitive actions and achievement. 
Hitting stretch targets and winning in the marketplace are dominant. 
(Mean Values of 49.08 and 49.17 with 3.838 and 5.059 Std.Dev) t-.OOO 
13. The organization emphasizes permanence and stability. Efficiency, 
control and smooth operations are important. (Mean Values of 10.86 and 
10.97 with 3.305 and 5.443 Std.Dev)t-.000 
7.6.3 t- Test of Union Bank of India 
The t-test indicates that that the difference in means and standard deviation on 
perception of cultural values on the following dimensions are found to be 
significant at 0.05 level (p<0.05). Hence it is concluded the managerial and 
support staff of Union Bank of India have similar perceptions on the following 
cultural aspects of the organization. (Annexure XIII and IV). 
Similar Perceptions of Employees at Union Bank of India 
1. The organization is a very dynamic and entrepreneurial Place. People are 
willing to stick their necks out and take risks. (Mean Values of 24.79 
andl9.37 with 1.232 and 2.970 )t-.000 (Annexure V). 
2. The organization is a very controlled and structured place. Formal 
procedures generally govern what people do. (Mean Values of 18.94 and 
32.00 with 1.450 and 2.765 )t-.000 
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3. The management style in the organization is characterized by security of 
employment, conformity, predictability, and stability in relationships. 
(Mean Values of 49.17 and 48.17 with 3.151 and 5.148 )t-.000 
4. The glue that holds the organization together is loyalty and mutual trust. 
Commitment to this organization runs high. (Mean Values of 22.50 and 
20.29 with 3.995 and 2.304)t-.000 
5. The organization defines success on the basis of the development of 
human resources, teamwork, employee commitment, and concern for 
people. (Mean Values of 19.48 andl8.85 with 4.026 and 6.387 )t-.000 
7.6.4 t-Test of Punjab National Bank 
The t-test indicates that that the difference in means and standard deviation on 
perception of cultural values on the following dimensions are found to be 
significant at 0.05 level (p<0.05). Hence it is concluded the managerial and 
support staff of Punjab National Bank have similar perceptions on the following 
cultural aspects of the organization. (Annexure XV and XVI) 
Similar Perception of Employees at Punjab National Bank 
1. The organization is a very personal place. It is like an extended family. 
People seem to share a lot of themselves. (Mean Values of 29.21 and 
26.08 with std.dev of 0.691 and 1.073)t-.000 (Annexure VII). 
2. The organization is very results oriented. A major concern is with getting 
the job done. People are very competitive and achievement oriented. 
(Mean Values of 15.56 and 18.98 with std.dev of 2.594 and 4.331)t-.001 
3. The organization is a very controlled and structured place. Formal 
procedures generally govern what people do. (Mean Values of 18.43 and 
31.90 with std.dev of 0.997 and .879)t-.003 
4. The leadership in the organization exemplifies entrepreneurship, 
innovation and risk taking. (Mean Values of 16.69 and 19.84 with std.dev 
of2.186and3.677)t-.000 
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5. The leadership in the organization is generally considered to exemplify a 
no-nonsense, aggressive, results-oriented focus. (Mean Values of 20.56 
and 15.35 with std.dev of 4.993 and 3.549)t-.002 
6. The leadership in the organization is generally considered to exemplify 
coordinating, organizing, or smooth-running efficiency. (Mean Values of 
16.21 and 49.47 with Std. Dev of 2.461 08 and 3.753)t-.000 
7. The management style in the organization is characterized by teamwork, 
consensus, and participation. (Mean Values of 47.08 and 42.89 with 
std.dev of 3.223 and 4.758)t-.002 
8. The management style in the organization is characterized by individual 
risk-taking, innovation, freedom, and uniqueness. (Mean Values of 15.42 
and 17.71 with std.dev of 2.625 and 6.280)t-.002 
9. The management style in the organization is characterized by hard-driving 
competitiveness, high demands, and achievement. (Mean Values of 
216.67 and 17.41 with std.dev of 6.280 and 2.959)t-.000\ 
10. The glue that holds the organization together is loyalty and mutual trust. 
Commitment to this organization runs high. (Mean Values of 45.28 and 
48.67 with std.dev of 2.203 and 2.2220)t-.002. 
11. The organization emphasizes human development. High trust, openness, 
and participation persist. (Mean Values of 52.15 and 45.48 with std.dev of 
7.545 and 4.32l)t-.001 
12. The organization defines success on the basis of having the most unique 
or newest products. It is a product leader and innovator. (Mean Values of 
20.00 and 22.71 with std.dev of 3.140 and 5.018)t-.000 
7.6.5 t-Test of United Bank of India 
The t-test indicates that that the difference in means and standard deviation on 
perception of cultural values on the following dimensions are found to be 
significant at 0.05 level (p<0.05). Hence it is concluded the managerial and 
support staff of United Bank of India have similar perceptions on the following 
cultural aspects of the organization. (Annexure XVII and XVIII). 
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Similar Perceptions of Employees of United Bank of India 
1. The management style in the organization is characterized by teamwork, 
consensus, and participation. (Mean Values of 20.70 and 17.16 with 
Std.Dev of 2.386 and 4.751 )t-0.000 (Annexure IX) 
2. The management style in the organization is characterized by hard-driving 
competitiveness, high demands, and achievement. (Mean Values of 15.12 
and 20.41 with Std.Dev of 1.418 and 2.670) t-.OOl 
3. The organization emphasizes permanence and stability. Efficiency, 
control and smooth operations are important. (Mean Values of 43.92 and 
24.93 with Std.Dev of 7.222 and 4.82) t-.OOO 
7.6.6 t- Test of UCO Bank 
The t-test indicates that that the difference in means and standard deviation on 
perception of cultural values on the following dimensions are found to be 
significant at 0.05 level (p<0.05). Hence it is concluded the managerial and 
support staff of UCO Bank have similar perceptions on the following cultural 
aspects of the organization. (Annexure XIX and XX) 
Similar Perceptions of Employees at UCO Bank 
1. The leadership in the organization is generally considered to 
exemplify a no-nonsense, aggressive, results-oriented focus. 
(Mean Values of 13.93 and 18.10 with Std.Dev of 3.654 and 
4.833)t-.004 (Annexure XXI) 
2. The management style in the organization is characterized by 
teamwork, consensus, and participation. (Mean Values of 15.11 
and 23.20 with Std.Dev of 1.663 and 3.881)t-.000 
3. The organization is a very controlled and structured place. Formal 
procedures generally govern what people do. (Mean Values of 
' 2537 and 45.36 with Std.Dev of 3.940 and 7.139)t-.000 
4. The leadership in the organization exemplifies coordination, 
organizing, or smooth-running efficiency. (Mean Values of 16.00 
and 45.10 with Std.Dev of 3.742 and 5.846)t-.000. 
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5. The glue that holds the organization together is loyalty and mutual 
trust. Commitment to this organization runs high. (Mean Values of 
40.87 and 42.67 with Std.Dev of 3.697 and 4.764)t-.000. 
Table 7.29 : Summary Table Based on t-Test Results 
Dimension 
Dominant 
Characteristics 
Organizational 
Leadership 
Items 
Managerial (N) 
Support (N) 
Extended Family 
MEAN 
STD DEV 
Dynamic and 
Entrepreneurial Place 
MEAN 
STD DEV 
Result Oriented 
MEAN 
STD DEV 
Controlled and 
Structured Place 
MEAN 
STD DEV 
Mentoring, 
Facilitating or 
Nurturing 
MEAN 
STD DEV 
Entrepreneur, 
Innovating and Risk 
taking 
MEAN 
STD DEV 
Aggressive Result 
Oriented 
SB 
118 
126 
S 
22 27 
24 09 
105 
3 24 
NS 
3196 
36 45 
4 38 
4 58 
S 
28 13 
22 26 
135 
5 80 
S 
17 67 
17 24 
144 
221 
S 
14 68 
14 68 
1 73 
2 59 
S 
36 14 
35 23 
1 73 
2 59 
S 
AB 
120 
135 
S 
24 2 
25 7 
0 9615 
2 02 
NS 
26 5 
19 95 
1 788 
1 9605 
S 
30 49 
22 39 
1 9365 
0 8865 
• 
NS 
1871 
31 95 
1 21 
1 82 
NS 
32 94 
17 49 
2 489 
2 83 
NS 
3127 
17 95 
2 23 
2 88 
NS 
WB 
89 
101 
NS 
42 04 
21 53 
5 28 
3 81 
S 
15 33 
15 73 
3 63 
3 44 
NS 
14 26 
16 05 
4 96 
3 91 
NS 
1891 
46 71 
4 67 
641 
NS 
3135 
13 05 
2 60 
1 77 
NS 
36 91 
21 11 
3 07 
4 36 
NS 
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Management of 
Employees 
Organizational 
Glue 
MEAN 
STD DEV 
Organizing or 
Smooth running 
MEAN 
STD DEV 
Teamwork, 
Consensus and 
Participation 
MEAN 
STD DEV 
Risk taking, 
Innovation, Freedom 
and Uniqueness 
MEAN 
STD DEV 
Hard driving. 
Competitiveness, 
High Achievement 
MEAN 
STD DEV 
Security, Conformity, 
Predictability and 
Stability 
MEAN 
STD DEV 
Loyalty and Mutual 
Trust 
MEAN 
STD DEV 
Innovative and 
Development 
MEAN 
STD DEV 
Aggressive and 
winning 
MEAN 
STD DEV 
Formal Rules and 
Policies 
MEAN 
31 76 
32 34 
3 89 
3 40 
NS 
17 43 
17 37 
3 66 
3 73 
S 
24 31 
23 39 
4 22 
3 08 
S 
29 12 
29 41 
451 
3 25 
NS 
29 97 
30 60 
451 
3 25 
NS 
16 67 
16 86 
3 75 
4 33 
S 
18 05 
18 59 
3 96 
3 08 
S 
33 04 
32 50 
3 09 
5 53 
S 
30 75 
30 35 
4 54 
3 22 
S 
18 37 
19 57 
17 28 
3 56 
2 88 
S 
16 22 
47 28 
2 86 
3 20 
S 
32 5 
28 8 
2 95 
39 
S 
1631 
20 11 
3 66 
3 38 
S 
162 
1601 
49 
3 32 
S 
35 0 
35 05 
3 40 
49 
S 
33 89 
34 38 
3 09 
2 26 
S 
20 11 
20 33 
35 
2 65 
NS 
18 48 
14 77 
4 93 
2 73 
NS 
27 09 
1481 
18 45 
3 10 
3 60 
NS 
1763 
47 38 
2 85 
4 57 
NS 
17 90 
20 18 
2 02 
431 
NS 
30 29 
26 53 
2 02 
3 79 
NS 
1707 
19 90 
2 06 
2 63 
S 
34 73 
33 18 
3 39 
3 15 
S 
30 03 
32 87 
3 56 
4 55 
S 
29 13 
31 43 
4 92 
461 
NS 
1757 
17 13 
3 15 
3 08 
S 
23 26 
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Strategic 
Emphases 
Criteria of Success 
STD DEV 
High trust, Openness 
and Participation 
persist 
MEAN 
STD DEV 
Create new 
challenges 
MEAN 
STD DEV 
Competitive action 
and Achievement 
MEAN 
STD DEV 
Permanence and 
Stability 
MEAN 
STD DEV 
Development of 
Human Resources 
MEAN 
STD DEV 
Innovator and 
Product Leader 
MEAN 
STD DEV 
Leadership is key 
MEAN 
STD DEV 
Basis of Efficiency 
MEAN 
STD DEV 
18 37 
4 01 
4 75 
S 
20 19 
20 22 
2 45 
2 80 
S 
36 69 
36 56 
3 57 
3 17 
S 
30 02 
38 80 
5 55 
4 19 
S 
13 11 
12 99 
3 05 
4 45 
S 
19 93 
19 70 
4 55 
3 55 
S 
32 72 
32 60 
4 77 
4 02 
S 
29 76 
33 03 
4 77 
4 22 
S 
17 60 
14 83 
4 06 
4 64 
30 17 
5 16 
39 
S 
31 86 
3241 
5 97 
4 26 
NS 
32 16 
3241 
5 22 
5 27 
NS 
156 
17 38 
27 
4 10 
NS 
10 14 
1761 
3 08 
3 71 
S 
33 49 
29 64 
4 50 
5 30 
NS 
32 45 
34 96 
3 85 
5 99 
NS 
14 12 
19 26 
4 1 
3 84 
NS 
19 85 
16 15 
3 44 
4 47 
1856 
6 76 
5 19 
S 
27 8 
17 35 
551 
3 55 
NS 
32 89 
1798 
3 77 
4 52 
NS 
17 69 
198 
3 39 
3 08 
NS 
2161 
44 86 
6 70 
5 19 
S 
31 16 
18 95 
4 08 
4 01 
NS 
31 67 
17 88 
441 
4 46 
NS 
17 18 
195 
3 62 
2 89 
NS 
19 98 
43 66 
541 
4 39 
N: Number S: Significant (Similar Perceptions) NS: Not Significant p<.05 
Hot Not rejected. 
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Objective 2. To identify the competing values between the organizational 
levels of the weak banks that may hinder the organizational performance. 
7.7 Hypothesis II. 
Ho2'- There is no significant difference in the core values of dominant 
characteristics between the managerial and support staff of strong banks in 
comparison to average and weak banks. 
Ha2 : There is significant difference in the core values of dominant 
characteristics between the managerial and support staff of strong banks in 
comparison to average and weak banks. 
X^  calculated (0.29) is less than x^ tabulated (7.815) significant at 0.05 level for 
strong banks, x^ calculated (5.55) is less than y^ tabulated (7.815) significant at 
0.05 level for average banks and y^ calculated (12.75) is greater than x^ 
tabulated (7.815) significant at 0.05 level for weak banks. 
Hence null hypothesis is rejected. There is no difference in perceived core values 
of dominant characteristics in strong banks and average banks whereas there is 
significant difference in weak banks. 
7.8 Hypothesis III 
Ho3' There is no significant difference in the core values of organizational 
leadership between the managerial and support staff of strong banks in 
comparison to average and weak banks. 
Has : There is significant difference in the core values of organizational 
leadership between the managerial and support staff of strong banks in 
comparison to average and weak banks. 
X^  calculated (0.10) is less than x^ tabulated (7.815) significant at 0.05 level for 
strong banks, x^ calculated (24.24) is greater than x^ tabulated (7.815) 
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significant at 0.05 level for average banks and x^  calculated (27.35) is greater 
than x^ tabulated (7.815) significant at 0.05 level for weak banks. 
Hence null hypothesis is rejected. There is no difference in perceived core values 
of organizational leadership in strong banks whereas in average and weak banks, 
there is significant difference. 
7.9 Hypothesis IV 
H04: There is no significant difference in the core values of management of 
employees between the managerial and support staff of strong banks in 
comparison to average and weak banks. 
Ha4 : There is significant difference in the core values of management of 
employees between the managerial and support staff of strong banks in 
comparison to average and weak banks. 
X^  calculated (0) is less than x^  tabulated (7.815) significant at 0.05 level for 
strong banks, x^  calculated (0.33) is less than x^  tabulated (7.815) significant at 
0.05 level for average banks and y} calculated (10.93) is greater than x^  
tabulated (7.815) significant at 0.05 level for weak banks 
Hence null hypothesis is rejected. There is no difference in perceived core values 
of management of employees in strong banks and average banks whereas there is 
significant difference in weak banks. 
7.10 Hypothesis V. 
Hos'- There is no significant difference in the core values of organizational glue 
between the managerial and support staff of strong banks in comparison to 
average and weak banks. 
Has : There is significant difference in the core values of organizational glue 
between the managerial and support staff of strong banks in comparison to 
average and weak banks. 
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X^  calculated (0.14) is less than x^ tabulated (7.815) significant at 0.05 level for 
strong banks, x^  calculated (6.95) is less than f^ tabulated (7.815) significant at 
0.05 level for average banks x^  calculated (0.33) is less than x^  tabulated (7.815) 
significant at 0.05 level for weak banks. 
Hence null hypothesis is rejected. There is no difference in perceived core values 
of organizational glue in strong banks, average and weak banks.. 
7.11 Hypothesis VI 
llo6'. There is no significant difference in the core values of strategic emphases 
between the managerial and support staff of strong banks in comparison to 
average and weak banks. 
Ha6 : There is significant difference in the core values of strategic emphases 
between the managerial and support staff of strong banks in comparison to 
average and weak banks. 
X^  calculated (10.44) is greater than x^  tabulated (7.815) significant at 0.05 level 
for strong banks. % calculated (0.85) is less than x^  tabulated (7.815) significant 
at 0.05 level for average banks and x^  calculated (12 
tabulated (7.815) significant at 0.05 level for weak banks. 
.83) is greater than x^  
Hence null hypothesis is not rejected. There is significant difference in perceived 
core values of strategic emphases in strong banks and weak banks whereas in 
average banks there is no difference in perceived core values. 
7.12 Hypothesis VII 
Ho7'- There is no significant difference in the core values of criteria of success 
between the managerial and support staff of strong banks in comparison to 
average and weak banks. 
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H07: There is significant difference in the core values of criteria of success 
between the managerial and support staff of strong banks in comparison to 
average and weak banks. 
X^ calculated (0) is less than x^  tabulated (7.815) significant at 0.05 level for 
strong banks, x^  calculated (7.987) is greater than x^  tabulated (7.815) 
significant at 0.05 level for average banks and x^  calculated (9.008) is greater 
than x^  tabulated (7.815) significant at 0.05 level for strong banks 
Hence null hypothesis is rejected. There is no difference in perceived core values 
of criteria of success in strong banks whereas in average and weak banks there is 
significant difference in weak banks. 
Chi-Square results reveal that the strong banks had competing core values in 
strategic emphases whereas in the average banks there were perceived difference 
in core values of organizational leadership and criteria of success. In weak banks 
there were differences in all the cultural dimensions measured except 
management of employees. 
Table 7.30 : Summary Table for Chi-square Test Results 
Dimensions 
Dominant 
Characteristics 
Null Hypothesis 
Organizational 
Leadership 
Null Hypothesis 
SB 
NS 
Rejected 
NS 
Rejected 
Chi-
Square 
D f & p 
value 
X'=0.29 
d f=3 
P = 
7.815 
x' = 
0.10 
d f = 3 
P = 
7.815 
AB 
NS 
Rejected 
S 
Not 
Rejected 
Chi-
Square 
D f & p 
value 
x' = 
5.55 
d f = l 
P = 
.758 
x ' = 
24.24 
d f = 3 
P = 
7.815 
WB 
S 
Not 
Rejected 
S 
Not 
Rejected 
Chi-
Square 
Df&p 
value 
x'= 
12.79 
d f = l 
p=.758 
27.35 
df=3 
P = 
7.815 
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Management of 
Employees 
Null Hypothesis 
Organizational Glue 
Null Hypothesis 
Strategic Emphases 
Null Hypothesis 
Criteria of Success 
Null Hypothesis 
S: Significant 
NS 
Rejected 
NS 
Rejected 
S 
Not 
Rejected 
NS 
Rejected 
df=3 
P = 
7.815 
X'=0.14 
df=3 
P = 
7.815 
10.44 
df=3 
P = 
7.815 
df=3 
P = 
7.815 
NS 
Not 
Rejected 
NS 
Rejected 
NS 
Rejected 
S 
Not 
Rejected 
NS: Not Sig 
0.33 
df=3 
P = 
7.815 
6.95 
df=3 
P = 
7.815 
x' = 
0.85 
df=3 
P = 
7.815 
x' = 
7.987 
df=3 
P = 
7.815 
nificant 
S 
Not 
Rejected 
NS 
Rejected 
S 
Not 
Rejected 
S 
Not 
Rejected 
P< 
x' = 
10.93 
df=3 
P = 
7.815 
X'=0.33 
df=3 
P = 
7.815 
x'= 
12.83 
df=3 
P = 
7.815 
x' = 
9.008 
df=3 
P = 
7.815 
).05 
Ho2 Not Rejected. 
Ho3'- Not rejected. 
H04: Not Rejected. 
Hos' Not Rejected. 
Hg6 Rejected. 
Ho7 Not Rejected. 
7.13 Objective 3. To investigate the similarities and dissimilarities 
in the culture of strong banks, average banks and weak banks. 
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The above tests reveal that there is indeed similar perceptions among the 
managerial and support staff of strong banks. In average banks also similar 
perceptions have been observed but in weak banks there is inconsistency in 
perceptions. 
Competing values have very strongly emerged in weak banks in comparison 
to strong and average banks. Strong banks have competing value difference in 
strategic emphases of the organization. Average banks have shown 
dissonance in values of organizational leadership and criteria of success. 
7.13.1 Culture of Strong Banks 
I. Corporation Bank 
The study reveals that the managerial and support staff of Corporation Bank 
perceive that in the highly uncertain and intense environment, the 
organization is flexible and spontaneous. Individual initiative is valued. 
There is concern for people and the leaders exemplify entrepreneurship and 
risk-taking. There is high internal cohesion with emphasis on teamwork, 
sensitivity and consensus. Participation of members are valued. Trying new 
things and prospecting for opportunities are valued. Dependable delivery, low 
cost operations and formal procedures govern people's actions. The 
organization is a controlled and structured place too. 
There are more similar perceptions between the two levels of employees in 
comparison to average and weak banks. This congruence or more similar 
perception reveals that in maters of every day operations similar values 
govern both the levels. The strategies of the leaders in maintaining the market 
position has been enabled by the managerial and supporting staff of the bank. 
Furthermore, in all the dimensions of culture - dominant characteristics, 
organizational leadership, management of employees, organizational glue, 
strategic emphases and criteria of success there are no significant difference 
in the categories of culture which means there is significantly lesser 
competing values among the managerial and support staff of the bank. This 
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is also clearly revealed in all the financial parameters considered in the study. 
Corporation has emerged a winner in all the parameters. Hence the financial 
figures have more to do with the themselves. The people of the bank and the 
visionary leaders with appropriate risk strategies have ensured the strong 
status of the bank in a commoditized market. 
The emerging dominating culture in this bank is adhocracy with 
developmental culture which has the following underlying core values -
Commitment to experimentation and innovation, Desire to be at the leading 
edge, Pro-action to Change, Adaptability, Flexibility, Creativity. 
The Adhocracy culture has greater independence and flexibility, which is 
necessary in a rapidly changing business climate. Corporation Bank has an 
external focus with focus on differentiation from other banks in the public 
sector. The leadership has devolved to employees who have been empowered to 
decide for themselves. 
Market success goes to those with greatest speed and adaptability, the 
adhocracy culture enabled Corporation Bank to rapidly form teams to face new 
challenges. It used prototyping and experimenting rather than long, big-bang 
projects and development. Leaders in an adhocracy are visionary, innovative 
entrepreneurs who has taken calculated risks to make significant gains. 
The core values operating in Corporation Bank's culture commitment to 
experimentation, flexibility, adaptability, desire to be in the leading edge and 
pro-action to change. 
II. Oriental Bank of Commerce 
The employees of Oriental Bank of Commerce find the organization to be a very 
personal place with dynamism and entrepreneurial leadership. The organization is 
characterized by external orientation and stability. The organization has a high 
result orientation but is also characterized by individual security of employment, 
conformity, predictability and stability. Even though the leaders demand 
performance, competitive stances and achievement of objectives, the 
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management style in the organization is characterized by teamwork, consensus 
and participation. The organization emphasizes competitive actions and 
achievement. 
Hitting stretch targets and winning in the maricet place are dominant but the 
organization is equally governed by formal rules and policies. The organizational 
leadership is committed to innovation and development with emphases on being 
the cutting edge. Synonymously there is loyalty and mutual trust among the 
management and staff. 
There are significantly more similar perceptions among the managerial and 
support staff in comparison to average and weak banks. Hence there are more 
similar values that govern the people of the bank in day to day operations. The 
strategies of the leaders in maintaining the market position has been enabled by 
the managerial and supporting staff of the bank. Furthermore, in all the 
dimensions of culture - dominant characteristics, organizational leadership, 
management of employees, organizational glue, strategic emphases and criteria of 
success there are no significant difference in the categories of culture which 
means there is significantly lesser competing values among the managerial and 
support staff of the bank. This is also clearly revealed in all the financial 
parameters considered in the study. Oriental Bank of Commerce has also 
maintained its dominance and maintained a strong position in the market and has 
emerged a winner in all the parameters considered in the study and are measures 
of management efficiency. Hence the financial figures proves that the bank has 
strong orientation towards external environment and customers. Oriental Bank of 
Commerce has outperformed all the other banks except in the Credit Deposit 
Ratio. 
The emerging dominating organizational culture is rational or market culture with 
external orientation, facing competition with emphasis on differentiation among 
other public sector banks through focus on products and services. In the highly 
intense environment, the organization seeks control, but takes note of the 
transaction cost involved. Transaction costs include thorough search and 
information, bargaining and then taking a decision, supervision and enforcement 
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of the agreement. In the era of fish eat fish world of banking, the business of 
which involves interaction with many people, the cumulative transaction cost 
can be a very significant part of the cost of doing business. Oriental Bank of 
Commerce has performed well in the intensely competitive environment by 
adopting controlled risk behaviour. 
The core values operating in Oriental Bank's culture is competitiveness, 
profitability, individuality and independence to take decisions. 
7.13.2 Culture of Average Banks 
I. Union Bank of India 
The employees of Union Bank of India perceives that the management style in 
the organization is characterized by security of employment, conformity, 
predictability and stability in relationships as far as management of employees 
are concerned. The organization defines success on the basis of the development 
of human resources, teamwork, employee commitment and concern for people. 
There are significantly more similar perceptions among the managerial and 
support staff in comparison to weak banks but less similar perceptions in 
comparison to strong banks. The difference in categories of culture is evident in 
the cultural dimensions of dominant characteristics, organizational leadership, 
organizational glue and strategic emphases. There are more competing values 
emerging in these dimensions which is leaving room for people to assume 
different core values. These divided perceptions about core values in all 
important cultural fabric leaves its impact on the strategic orientation, the 
organization is taking and thereby the required attitude and behaviour needed to 
fulfill the goals and objectives of the organization. The study reveals that the 
culture of the organization is clan with equal presence of hierarchical values of 
stability, efficiency and predictability. The organization is flexible with internal 
orientation and stability and control. Although some similarities exist in the 
perception of core values, there is distinct variations in their prevalence. 
Tabulation, Analysis and Interpretation 176 
Chapter VII 
Union Bank of India's management has an inward focus and a sense of family 
and people strongly driven by loyalty to one another. Rules, although not 
necessarily documented, do still exist and are often communicated and 
inculcated socially. 
As far as the dominant characteristics of the bank are concerned the managerial 
staff perceives that the organization is in an expansion mode whereas the 
support staff perceives that the organization is a controlled and structured place 
with less space for innovation and tighter control on norms and procedures. If 
the bank wants to emerge as a stronger bank, the leadership and their strategic 
emphases has to be clearer to the employees. 
The core values competing in the culture of Union Bank of India in the is 
between level of risk the management is taking and the formal procedures 
followed by leaders to maintain efficiency and smooth co-ordination. 
II. Punjab National Bank 
The management and support staff of Punjab National Bank has significantly 
more similar perceptions about their organizational cultural values as stronger 
banks. The cultural difference is in the area of organizational leadership and 
criteria of success. The management perceives that the organization is 
generally co-ordinates and is efficiency oriented whereas the support staff 
perceives that the leadership in the organization is facilitative and supportive. 
The other difference is in the criteria of success. The organization does not define 
success on the basis of the development of human resources, teamwork, 
employee commitment and concern for people. Competitive market leadership is 
key to success. Dependable delivery, smooth scheduling and low-cost 
productions are critical. 
The study reveals that that the dominating culture is adhocracy, clan and 
hierarchy. The Competing values with reference to organizational leadership and 
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criteria of success there is significant difference. There is significant difference in 
the categories of culture in these aspects . 
The competing values are the values of hierarchy and clan. The managerial staff 
perceive that they are driven through vision, shared goals, outputs and 
outcomes whereas the support staff experiences strict rules and procedures. 
Punjab National Bank has the potential of becoming a stronger bank, if it pays 
equal focus on the cultural aspects of the organization. It could either move 
towards adhocracy, closely followed by clan. The financial figures reveal that Net 
Non performing Assets Ratio, Credit-Deposit Ratio, Business Per Employee and 
Profit Per Employee are much below the group and industry average. 
7.13.3 Culture of Weak Banks 
III. United Bank of India 
The management and support staff of United Bank of India perceives the 
management style in the organization is characterized by hard-driving 
competitiveness, high demands and achievement. There is teamwork, consensus 
and participation and the organization emphasizes permanence and stability. 
Efficiency, control and smooth operations are important. There are more 
inconsistencies and differing perceptions among the management and support 
staff in the majority of dominant characteristics, 
organizational leadership, management of employees, organizational glue, 
strategic emphases and criteria of success. 
No clear category of culture has emerged in the organization which is a matter of 
concern in the fish-eat fish world of banking. The significant difference in 
categories of culture indicates competing values among the managerial and 
support staff. 
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IV. UCO Bank 
The management and support staff of UCO Bank perceives that the organization 
is a product leader and innovator. The leadership in the organization is considered 
to exemplify a no-nonsense, aggressive, results oriented focus and there is 
teamwork, consensus and participation. 
But there is significant inconsistencies in the operational values in dominant 
characteristics, organizational leadership, management of employees, strategic 
emphases and criteria of success. 
So irrespective of the fact that the organization is taking on an aggressive result-
oriented focus, the very essence of shared views and core values that bind the 
organization together is missing. This lack of consistency in perceptions and 
competing values have acted as obstacle in managerial and support staff to 
perceive the appropriate and act accordingly. 
7.14 Objective 4. To find out the relationship between corporate culture 
and organizational performance. 
7.14.1 Performance of Strong Banks 
I. Corporation Bank 
It has been seen that the underlying values operating behind the perceptions of 
managerial and support staff is that the accent of the organization is on risk 
taking, adaptability and innovation. Besides, the teamwork, consensus and 
participation are a clear indication of involvement of employees of the bank in 
the activities of the organization. Corporation Bank has been a star performer not 
just among public sector banks but also its peers in the private sector. 
The Credit-Deposit Ratio has shown an upward trend except for the years 2004-
05 and 2005-2006. The CD ratio in 2001-02 was 0.58 that went up to 0.72 in 
2005-06. The average CD ratio of the bank for the five year period is 0.57 that is 
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not above the group average of 0.68 and the overall industry average of 1.00. 
This performance was achieved even when the CRAR of the bank has been 
maintained at a pretty high level. 
Table 7.31 Credit-Deposit Ratio of CB (2001-2006) 
Years 
Ratio 
2001-02 
0.58 
2002-
03 
0,55 
2003-
04 
0.59 
2004-
05 
0.68 
2005-06 
0.72 
Mean 
0.57 
Grp.A 
v. 
0.68 
Ind. 
Av 
) 
1.0 
Figure 7.1 Credit-Deposit Ratio of CB (2001-2006) 
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The bank maintained a very high Capital to Risk Weighted Assets Ratio at an 
average of 17.33% for the five year period 2001-06 against the group average of 
12.38% and industry average of 12.24%. The ratio touched a high of 20.12% in 
2003-04. A high ratio indicates the safety of depositors' money and thus the 
overall health of the bank. 
Table 7.32 Capital to Risk Asset Weighted Assets Ratio of CB (2001-2006) 
Years 
Ratio 
2001-
02 
17.9 
2002-
03 
18.5 
2003-
04 
20.12 
2004-
05 
16.23 
2005-
06 
13.92 
Mean 
17.33 
Grp.Av 
12.38 
Ind. 
Av 
12.24 
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Figure 7.2 Capital to Risk Asset Weighted Assets Ratio of CB ( 2001-2006) 
The bank was comfortable with its Net Non Performing Assets during the period 
2001-06. It maintained an average NNPA of 1.50% with a standard deviation of 
0.64 indicating that it never deviated abnormally towards the danger mark of 3% 
set by RBI. Overall, the bank's net NPA was slightly above the group average of 
1.28% and industry average of 1.22%. 
Table 7.33 Net Non Performing Assets of CB (2001 -
Years 
Ratio 
2001-
02 
2.31 
2002-
03 
1.65 
2003-
04 
1.8 
2004-
05 
1.12 
2005-
06 
0.64 
2006) 
Mean 
1.50 
Grp.Av. 
1.28 
Ind.Av 
1.22 
Figure 7.3 Net Non Performing Assets of CB (2001 - 2006) 
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The bank's asset were utilized the maximum in comparison to other banks for 
generation of higher returns. The average ROA of the bank for the 5 year period 
was 1.57 with a standard deviation of just 0.36 indicating a consistent 
performance. The bank was always able to maintain its ROA above 1, thereby 
explaining the prudence of the management in employing the assets of the bank. 
The group average for the period was 0.88 whereas the industry average was 
1.00. 
Figure 7.4 Return on Assets of CB (2001-2006) 
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Table 7.34 Returr 
Years 
% 
2 0 0 1 - ^ 
02 
1.6 
I on Assets of CB (2001-2006) 
2002-
03 
1.88 
2003-
04 
1.96 
2004-
05 
1.12 
2005-
06 
1.29 
Mean 
1.57 
Grp.Av 
0.88 
Ind. 
Av. 
1.00 
Figure 7.5 Business Per Employee of CB (2001 - 2006) 
Tabulation, Analysis and Interpretation 182 
Chapter VII 
600 
500 
w 400 
5 300 
K 200 
100 
0 
CORPORATION BANK 
Si^U IBPE (Rs.Lakhs) 
2001 -02 2002-03 2003-04 
YEARS 
2004-05 2005-06 
The bank had a commendable performance in increasing its Business per 
Employee during the period under study. The bank was able to generate a 
business of Rs. 5.27 Crore per employee in 2005-06 up from 290.44 in 2001-02; 
an increase of 45% and it is much above the group and industry average. 
Corporation Bank is a clear winner in this aspect also. 
Table 7.35 Business Per Employee of Corporation Bank (2001 - 2006) 
Years 
Rs.Lakh 
s 
2001 
-02 
290.44 
2002 
-03 
328.59 
2003-
04 
365.5 
2004-
05 
43 
2005-
06 
527 
Mean 
389.91 
'^ Grp A 
V. 
388.1 
Ind. 
Av. 
423.7 
4 
The bank was always able to maintain a high profitability per employee too. The 
bank's profit per employee was Rs. 3 lakh in 2001-02 that has increased to Rs 
4.13 lakhs, a change of approximately 35%. Compared to the industry 
performance and the group performance, the PPE of the bank is really high. 
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Figure 7.6 Profit Per Employee of Corporation Bank (2001 - 2006) 
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Table 7.36 Profit per Employee of Corporation Bank (2001 - 2006) 
Years 
Rs. Lakhs 
2001 
-02 
3.0 
2002 
-03 
4.06 
2003 
-04 
4.98 
2004 
-05 
3.95 
2005 
-06 
4.13 
Mean 
4.02 
Grp.Av. 
2.26 
Ind.Av. 
2.84 
On all parameters, Corporation Bank has fared well during the five year period. 
The bank's management looked focused not just on meeting the norms but also 
increasing the stakeholders' value. The bank was able to effectively utilize all the 
resources (esp Human Resources, read BPE and PPE) to generate good returns. 
The bank's leadership has been able to strike a balance between risks and safety 
measures (CD ratio and CRAR). 
n. Oriental Bank of Commerce 
In the recent times. Oriental Bank of Commerce has outperformed many of its 
peers in the banking industry on several parameters. 
The Credit Deposit ratio (CD ratio) indicating the share of credit (loans and 
advances) for each rupee of deposit mobilized increased constantly in the period 
2001 -2006 at an average rate of 6% and shown a remarkable growth of 27% in 
the year 2005-06. 
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Table 7.37 Credit-Deposit Ratio of OBC (2001-2006) 
Years 
Ratio 
2001-
02 
0.49 
2002-
03 
0.52 
2003-
04 
0.55 
2004-
05 
0.52 
2005-
06 
0.66 
Mean 
0.55 
Grp.Av. 
0.68 
Ind.Av 
1.00 
This ratio has been rising even after the statutory compliance of maintaining a 
CRAR (Capital to Risk Weighted Ratio) of 9% during the period under study. 
The CRAR was maintained at above 9% in all the years thereby indicating the 
sound heahh of a bank in terms of safety of the depositor's money. The CRAR of 
the bank was maintained at an average of 11.26% with a standard deviation of 
2.24% in the said period indicating that it never fell below the safety mark of 9% 
during the period under study. 
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Figure 7.8 Capital to Risk Weighted Asset Ratio of OBC (2001 - 2006) 
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Table 7.38 Capital to Risk Weighted Asset Ratio of Oriental Bank of 
Commerce (2001 - 2006) 
Years 
Ratio 
2001-
02 
10.99 
2002-
03 
9.21 
2003-
04 
14.47 
2004-
05 
9.21 
2005-
06 
12.46 
Mean 
11.27 
Grp.Av 
12.38 
Ind.Av 
12.24 
Figure 7.9 Net Non-Performing Assets Ratio of OBC (2001-2006) 
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One of the remarkable performances of the bank can be traced in the management 
of Non Performing Assets. The Net Non Performing asset (after provisioning in 
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the Gross NPA) of the bank stands at 0.49% of the total advances way within the 
statutory limit of 3%. The Net NPA that stood at 3.20% in 2001-02 has 
constantly come down in all the years under study except the financial year 2004-
05 where it went to 1.29% fi-om 0.00 in the previous year. 
Table 7.39 Net Non Performing Assets of OBC (2001-2006) 
Years 
Ratio 
2001-
02 
3.20 
2002-
03 
1.40 
2003-
04 
0.00 
2004-
05 
1.29 
2005-
06 
0.49 
Mean 
1.27 
Grp.A 
V. 
1.28 
Ind.Av. 
1.22 
The bank's earnings out of its average total assets (ROA) have increased fi^om 
1.0% in 2001-02 to 1.39% in 2005-06, an upward change of 39%. It touched 2.01 
in the financial year 2004-05 that implies the effective utilization of the bank's 
assets. On an average the ROA was 1.48 that was much above the group average 
(Public Sector Banks) of 0.88 and industry average of 1.00. 
Figure 7.10 Return on Assets of OBC (2001-2006) 
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7.40 Return on Assets of OBC (2001-2006) 
2001-
02 
1.0 
2002-
03 
1.3 
2003-
04 
1.7 
2004-
05 
2.01 
2005-
06 
1.39 
Mean 
1.48 
Grp.Av 
0.88 
Ind. 
Av. 
1.00 
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A crucial lacunae in the performance of Public Sector Banks was the productivity 
of the banks in terms of employees. The bank has shown a steady growth in the 
business generated per employee in the period under study. The bank has 
outperformed in term of the group average and the industry average. 
There was a positive change of 36% in BPE from 318 in 2001-02 to 431.8 in 
2005-06, The bank was able to maintain an average BPE of 431.8 during the 
period 2001-2006. 
Table 7.41 Business per Employee of OBC (2001-2006) 
Years 
Rs. 
Lakhs 
20 
01-02 
318 
2002-
03 
343 
2003-04 
416 
2004-
05 
512 
2005-
06 
570 
Mean 
431.8 
Grp.A 
v. 
388.17 
Ind. 
Av. 
423.74 
Figure 7.11 Business per Employee of OBC (2001-2006) 
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The profitability of the bank (in Rs Lakhs) per employee shows a change of 38% 
from 3.0 in 2001-02 to 4.13 in 2005-06. The PPE is much above the group 
average of 2.26 lakhs per employee 
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Figure 7.12 Profit per Employee of OBC (2001 - 2006) 
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Table 7.42 Profit per 
Years 
Rs. Lakhs 
2001 
-02 
3.0 
Employee of OBC (2001 
2002 
-03 
4.06 
2003 
-04 
4.98 
2004 
-05 
3.95 
- 2006) 
2005 
-06 
4.13 
Mean 
4.02 
Ind, 
Av 
2.84 
Grp. 
Av 
2.26 
The performance of the bank has shown constant improvement in both managing 
the productivity as well as managing the resources along with meeting the 
statutory obligations The low Net NPA and adequate CRAR along with sound 
CD ratio and ROA indicates the effective management of bank. The bank's 
business per employee and profitability per employee has been increasing 
outperforming the group average. 
7.11.2 Performance of Average Banks 
II. Union Bank Of India 
The Credit Deposit ratio of the bank in 2005-06 was above the group average of 
0.68. The CD ratio has risen from 0.54 in 2001-02 to 0.72 in 2005-06, a change 
of 33%. The CD ratio was maintained at an average of 0.60 during the period 
. ^ S ^ S 
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2001-06. A low CD ratio indicates the bank's unwillingness to take risk and lack 
of adequate risk management. 
Table 7.43 Credit-Deposit Ratio of 
Years 
Ratio 
2001-
02 
0.537 
2002-
03 
0.570 
2003-
04 
0.572 
UBI (2001 -2006) 
2004-
05 
0 648 
2005-
06 
0.720 
Mean 
0.60 
Grp 
Av 
0.68 
Ind Av 
1.00 
Figure 7.13 Credit-Deposit Ratio of Union BI (2001 -2006) 
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The CRAR of the bank was always at a comfortable level thereby indicating the 
condition of liquidity of the bank. The average CRAR for the period was 11.86 
with a standard deviation of 0 59 indicating that it never went below the 
stipulated level. But the mean value CRAR is below the group and industry 
average 
TabJe 7,44 Capital to Risk Weighted Ratio of UBI (2001-2006) 
Years 
Ratio 
2001-
02 
11.07 
2002-
03 
12,41 
2003-
04 
12.32 
2004-
05 
12.09 
2005-
06 
11.41 
Mean 
11.86 
Grp.Av 
12.38 
Ind 
Av 
12.24 
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Figure 7.14 Capital to Risk Weighted Ratio of Union BI (2001-2006) 
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The NNPA of the bank was high at 6,26 in 2001-02 but was effectively brought 
down to 1.56 in 2005-06 by making provisions. The NNPA is below 3% 
consistently since 2003-04 at 2.87%, 2.64% and 1.56% respectively in the three 
years. 
Figure 7.15 Net Non-Performing Assets of UBl (2001 - 2006) 
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Table 7.45 Net Non-Performing Assets of UBI (2001 - 2006) 
Years 
Ratio 
20 
01-
02 
6.26 
2002-
03 
4.91 
2003-
04 
2.87 
2004-
05 
2,64 
2005-
06 
1.56 
Mean 
3.648 
Grp.Av. 
1.28 
Ind, 
Av. 
1.22 
The bank's ROA increased consistently till 2003-04 but is showing a declining 
trend since 2004-05, The bank's ROA shows a change of 18% from 0.71 in 2001-
02 to 0.84 in 2005-06. Against the group average of 0.88, the bank's 
performance is remarkable taking into account the earlier condition of the bank. 
The bank was able to maintain an average ROA of 1.006 with a deviation of 
0.23. 
Table 7.46 Return on Assets of UBI (2001 - 2006) 
Years 
% 
2001-
02 
0.71 
2002-
03 
1.08 
2003-
04 
1.30 
2004-
05 
1.10 
2005-
06 
0.84 
Mean 
1.006 
Grp.Av 
0.88 
Ind. Av 
1.00 
Figure 7.16 Return on Assets of Union Bank of India (2001 - 2006) 
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The bank has also managed to increase the Business per Employee from Rs.2.14 
crore in 2001-02 to Rs.4.37 crores in 2005-06, a change of almost 105%. The 
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average BPE in the five year period was Rs.3.06 crore whereas the group average 
is Rs.3.88 crore and the industry average is Rs.4.23 crores. 
Figure 7.17 Business per Employee of Union BI (2001-2006) 
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Table 7.47 Business per Employee of UBI (2001-2006) 
Years 
Rs 
Lakhs 
2001 
-02 
214.7 
2002-03 
249.7 
2003-04 
286.4 
2004-05 
343.0 
2005 
-06 
436.4 
Mean 
306.0 
GrpA 
V. 
388.1 
Ind. 
Av. 
423. 
7 
The profitability of the bank (in Rs Lakhs) per employee shows a change of 38% 
fi-om 1.2 in 2001-02 to 2.66 in 2005-06. The PPE is below the group average of 
2.26 lakhs per employee. 
Table 7.48 
Years 
Rs.Lakhs 
Profit per Employee of UBI (2001-2006) 
20 
01-02 
1.22 
2002-
03 
2.15 
2003-
04 
2.78 
2004 
-05 
2.81 
2005 
-06 
2.66 
Mean 
2 32 
Grp.Av. 
2.26 
Ind. 
Av. 
2 84 
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Figure 7.18 Profit per Employee of Union BI (2001-2006) 
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Union Bank of India has been able to consistently enhance its performance on 
vital parameters. The bank has been able to meet statutory norms (CRAR and 
NNPA). The BPE of the bank indicates that the management is pursuing its goals 
vehemently and this parameter itself reveals the turnaround the bank was able to 
manage. But mean value of Business per employee is much below the group and 
industry average and Profit per Employee is below the industry standards. 
n. Punjab National Bank 
The Credit-Deposit ratio has been consistent in the five year period 2001-2006. 
The average CD ratio of the bank for the five year period is 0.562 that is quite 
near the group average of 0.68 but still lagged behind the overall industry average 
of 1.00. The CD ratio is still low and suggests that the bank is still wary of taking 
calculated risks. 
Table 7.49 Credit Deposit Ratio of PNB (2001-2006) 
Years 
Ratio 
] 
2001-
02 
0.535 
^gurt 7.1 
2002-
03 
0.530 
9 Credit 
2003-
04 
0.537 
Deposit F 
2004-05 
0.585 
latio of PN 
2005-
06 
0.623 
B (2001-2 
Mean 
0.562 
006) 
Grp. 
Av. 
0.68 
Ind. 
Av. 
1.0 
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S 
PUNJAB NATIONAL BANK 
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The bank maintained consistently adequate Capital to Risk weighted Assets Ratio 
at an average of 12.51% for the five year period 2001-06 against the group 
average of 12.38% and industry average of 12.24%. The standard deviation of 
1.52 shows that the CRAR was almost at a comfortable level. This indicates the 
safety of depositors' money and thus the overall health of the bank. 
Figure 7.20 Capital to Risk Weighted Assets Ratio of PNB (2001-2006) 
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Table 7.50 Capital to Risk Weighted Assets Ratio of PNB (2001-2006) 
Years 
Ratio 
2001-
02 
10.7 
2002-
03 
12.02 
2003-
04 
13.1 
2004-05 
14.78 
2005-06 
11.95 
Mean 
12.51 
Grp.Av. 
12.38 
Ind. 
Av. 
12.24 
The bank had a high NNPA of 5.32% in 2001-02 that was consistently reduced 
over the period under study. The NNPA was 0.29% in 2005-06. It maintained an 
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average NNPA of 2.13% with a standard deviation of 2.32% around the mean 
indicating that the variation that has taken pJace in the NNPA. Overall, the bank's 
net NPA was above the group average of 1.28% and industry average of 1.22%. 
Table 7.51 Net-Non Performing Assets of PNB (2001 - 2006) 
Years 
Ratio 
2001-
02 
5.32 
2002-
03 
3.86 
2003-04 
0.98 
2004-
05 
0.2 
2005-06 
0.29 
Mean 
2.13 
Grp.A 
V. 
1.28 
Ind. 
Av. 
1.22 
Figure 7.21 Net Non-Performing Assets of PNB (2001 - 2006) 
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The bank's asset utilization has increased tremendously. The bank's ROA 
showed a change of 42% from the 2001-02 figure of 0.77 to 2005-06 figure of 
1.09, The average ROA of the bank for the 5 year period was 1.57 with a 
standard deviation of just 0.36 indicating a consistent performance. The bank has 
been able to enhance the ROA explaining the prudence of the management in 
employing the assets of the bank. The group average for the period was 0.88 
whereas the industry average was 1.00. 
Table 7.52 Return on Assets of Punjab National Bank (2001 - 2006) 
Years 
% 
2001-
02 
0.77 
200-
03 
0.98 
2003-
04 
1.08 
2004-
05 
1.17 
2005 
-06 
1.09 
Mean 
1.018 
Grp. 
Av. 
0.88 
Ind. 
Av. 
1.0 
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Figure 7.22 Return on Assets of PNB (2001 - 2006) 
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The bank's problem of overstafTing and low productivity could be seen in the 
performance of the bank in terms of productivity during the five year period. The 
bank was able to generate a business per employee of Rs 1.67 crore in 2001-02 
to Rs. 3.30 crore in 2005-06. 
Table 7.53 Business Per Employee of PNB (2001 - 2006) 
Years 
Rs.Lakhs 
2001-02 
167.76 
2002-
03 
195,6 
4 
2003-
04 
228,2 
2 
2004-
05 
276.8 
7 
2005 
-06 
330,9 
2 
Mean 
239,8 
82 
Figure 7.23 Business Per Employee of PNB (2001-2006) 
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The PPE of the bank increased from 0.97 Lakh in 2001-02 to 2.48 lakh in 2005-
06. The average PPE for the period 2001-06 is 1.84 Lakh The bank's average 
performance was still lower than the group average and the industry 
average.Profit Per Employee of Punjab National Bank (2001 - 2006). 
Table 7.54 
Years 
Rs. Lakhs 
Profit Per Employee of PNB (2001 - 2006) 
2001-
02 
0.97 
2002 
-03 
1.43 
2003 
-04 
1.88 
2004 
-05 
2.42 
2005-
06 
2.48 
Mean 
1.836 
Grp. 
Av. 
2.26 
Ind. 
Av. 
2.84 
Figure 7.24 Profit Per Employee of PNB (2001 - 2006) 
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Overall, the bank has managed to maintain its performance during the period 
2001-06. The bank has been able to meet statutory norms but needs to take extra 
measures to increase the profitability of the bank in terms of employee. 
7.14.3 Performance of Weak banks 
I. United Bank Of India 
United Bank of India was declared a sick bank along with two other banks. The 
bank is now on its course to recovery setting right the bank's position on various 
parameters. 
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The Credit Deposit Ratio of the bank was at a low of 0.35 in 2001-02 indicating 
that the bank's deposits were grossly under utilized resulting in cost to the bank. 
The CD ratio showed negligible change in the following years till 2003-04 but 
rose to 0,45 and flirther to 0.53 in 2003-04 and 2004-05 respectively. The ratio 
shows a positive change of 29.15% from 2001-02 to 2005-06. The ratio in 2005-
06 that stood at 0.53 was still below the group average of 0.68 but has certainly 
shown a constant improvement. 
Figure 7.25 Credit-Deposit Ratio of UBI (2001 - 2006) 
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Table 7.55 Credit-Deposit Ratio of UBI (2001 - 2006) 
Years 
Ratio 
2001 
-02 
0.34 
2002 
-03 
0.34 
2003 
-04 
0.34 
2004 
-05 
0.44 
2005 
-06 
0.53 
Mean 
0.405 
Grp. 
Av. 
0.68 
Ind. 
Av. 
1.00 
The Capital to Risk Weighted Assets Ratio has been above the statutory norm of 
9% indicating that the bank has been able to maintain to manage its assets' 
exposure. The CRAR constantly increased from 2001-02 to 2004-05 but fell 
down to 13.12% still much above the RBI norm. 
Table 7.56 Capital to Risk Asset Weighted Ratio of UBI (2001 - 2006) 
Years 
Ratio 
2001 
-02 
12.0 
2002 
-03 
15.1 
2003 
-04 
17.0 
2004 
-05 
18. 
2005 
-06 
13.1 
Mean 
15.10 
Grp.A 
V. 
12.3 
Ind. 
Av. 
12. 
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Figure 7.26 Capital to Risk Asset Weighted Ratio of UBI (2001 - 2006) 
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The Net NPA of the bank was as high as 7.9% in 2001-02 that was brought down 
to 1.95% in 2005-06, a change of 75.3% over the figure in 2001-02. The average 
NNPA of the bank was 3.64 still much above the group average of 1.28%. 
Table 7.57 Net Non Performing Assets of UBI (2001 - 2006) 
Years 
Ratio 
2001 
-02 
7.9 
2002 
-03 
5.52 
2003 
-04 
3.75 
2004 
-05 
2.43 
2005 
-06 
1.95 
Mean 
3.64 
Grp.A 
V. 
1.28 
Ind. 
Av. 
1.2 
Figure 7.27 Net Non Performing Assets of UBI (2001 - 2006) 
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The bank was able to generate a return of 0.62 on its average total assets in the 
financial year 2005-06. The ROA of the bank increased remarkably in the year 
2002-03 by 154% over the previous year. On an average, the ROA of the bank 
was 0.96 in the period under study whereas the group average was 0.88. 
Figure 7.28 Return on Assets (%) of UBI (2001 - 2006) 
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Table 7.58 Return on Assets of UBI (2001-2006) 
Years 
% 
2001 
-02 
0.54 
2002 
-03 
1.37 
2003 
-04 
1.25 
2004 
-05 
1.04 
2005-06 
0.62 
Mean 
0.96 
Grp 
Av. 
0.8 
Ind. 
Av. 
1.0 
The BPE of the bank increased from Rs 1.44 Crore in 2001-02 to Rs.2.54 crore in 
2005-06 signifying a massive change of about 77%. 
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Figure 7.29 Business Per Employee of UBI (2001 - 2006) 
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Table 7.59 Business Per Employee of UBI (2001-2006) 
Years 
Rs.Lak 
hs 
2001 
-02 
144 
2002 
-03 
162 
2003 
-04 
169 
2004 
-05 
208 
2005 
-06 
254 
Mean 
187.4 
Grp.Av. 
388.1 
Ind. 
Av. 
423.74 
In addition to that, the PPE of the bank in 2005-06 was more than one and half 
times with respect to the 2001-02 figure. Both the BPE and PPE has grown 
remarkably but the bank is still lagging behind its peers in both the parameters. 
The average BPE of the bank was Rs 1.874 crore whereas the group average 
stands at Rs 3.89 crore. 
The PPE at Rs. 1.42 lakhs was about half the industry average of Rs 2.26 lakhs. 
The Profit per Employee grew at 62% from 2001 to 2002 but the average rate of 
growth in the succeeding years have been 55% and in the year 2005-2006 it came 
down 33%. The mean performance in this parameter has been much below the 
group and industry standard. 
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Table 7.60 Profit Per Employee of UBI (2001 - 2006) 
Bank 
Rs.Lak 
hs 
2001 
-02 
0.66 
2002 
-03 
1.77 
2003 
-04 
1.76 
2004-
05 
1.72 
2005-
06 
1.18 
Mean 
1.418 
Grp 
Av. 
2.26 
Ind. 
Av. 
2.84 
Figure 7.30 Profit per Employee of UBI (2001 - 2006) 
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United Bank of India has shown signs of recovery in the five year period but the 
bank has yet to increase its returns and improve the management of deposits to 
get good returns on its assets. The NNPA and CRAR indicate that the bank was 
able to meet the RBI norms and has done well to increase the business per 
employee and profit per employee in the period under study. An increased 
productivity is a sign of effective utilization of one of the most important 
resources, the human resources, that was grossly under utilized in the early years. 
n. UCO Bank 
UCO Bank, along with the other bank in the same category, under study (United 
Bank of India), was one of the sick banks declared by RBI. Of late, this bank has 
also been able to mend its performance and take effective measures to curb the 
deficiencies. 
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The CD ratio of the bank was as low as 0.47 in 2001-02 meaning the bank's 
management was too timid to take even sane risks. This ratio has gradually 
improved during the five year period. In the year 2005-06, the CD ratio stands at 
0.68 comparable to the group average but still lagging behind the industry 
average. Still, a rising CD ratio implies the management's readiness to utilize the 
deposits mobilized. 
Table 7.61 Credit- Deposit Ratio of UCO Bank (2001 - 2006) 
Years 
Ratio 
2001 
-02 
0.47 
2002 
-03 
0.50 
2003 
-04 
0.52 
2004 
-05 
0.55 
2005 
-06 
0.68 
Mean 
0.55 
Grp 
.Av. 
0.68 
Ind. 
Av. 
1.00 
Figure 7.31 Credit- Deposit Ratio of UCO Bank (2001 - 2006) 
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During the period under study, the bank has always been able to maintain its 
Capital to Risk weighted Assets ratio above the prudential norm of 9%. The 
bank's CRAR was maintained at an average of 10.78% with a standard deviation 
of 0.92 indicating that the level was quite consistent throughout the period. 
t^sis 
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Table 7.62 Capital to Risk Weighted Assets Ratio of UCO Bank (2001 
- 2006) 
Years 
Ratio 
2001 
-02 
9.64 
2002 
-03 
10.0 
2003-04 
11.86 
2004 
-05 
11.26 
2005-
06 
11.12 
Mean 
10.78 
Grp 
.Av. 
12.3 
Ind. 
Av. 
12.24 
Figure 7.32 Capital to Risk Weighted Assets Ratio of UCO Bank (2001 - 2006) 
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Whereas the CRAR was maintained at a safe level, the Return on Assets has been 
declining since 2003-04 indicating under utilization of the assets of the bank. The 
average ROA of the bank was 0.69 against the group average of 0.88 and 
industry average of 1.00. 
Table 7.63 Return on 
Bank 
% 
2001 
-02 
0.6 
Assets of UCO Bank (2001 - 2006) 
2002 
-03 
0.66 
2003-
04 
1.13 
2004 
-05 
0.73 
2005 
-06 
0.34 
Mean 
0.692 
Grp 
.Av. 
0.88 
Ind. 
Av. 
1.00 
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Figure 7.33 Return on Assets of UCO Bank ( 2001 - 2006) 
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The Net Non Performing Assets was at 5.45% of the total advances in 2001-02 
but was brought down to 2.1% in 2005-06 within the RBI norm of 3%. The 
bank's NPA were always a cause of worry and it kept bludgeoning in the past but 
the bank was able to bring down the level to safety due to provisioning. 
Figure 7.34 Net Non- Performing Assets of UCO Bank (2001 - 2006) 
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Table 7.64 Net Non- Performing Assets of UCO Bank (2001 - 2006) 
Years 
% 
2001 
-02 
5.45 
2002 
-03 
4.36 
2003-
04 
3.65 
2004 
-05 
2.93 
2005 
-06 
2.1 
Mean 
3.698 
Grp.A 
V. 
1.28 
Ind. 
Av. 
1.2 
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The Business per Employee has shown an increase of 57% since 2001-02 to 
2005-06 which is a good sign keeping in mind its turnaround from being declared 
a sick bank but the mean value is below the group and industry standards 
Figure 7.35 Business Per Employee of UCO Bank (2001 - 2006) 
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Table 7.65 Business Per Employee of UCO Bank (2001 - 2006) 
Years 
RsLak 
hs 
2001 
-02 
163 
2002 
-03 
197 
2003 
-04 
249 
200-
05 
321 
2005 
-06 
387 
Mean 
263 4 
Grp 
Av 
388 1 
Ind 
Av 
423 7 
The profit per Employee has grown only at the rate of 28% wth maximum in the 
year 2003-04 at 1 43 lakhs The Profit per Employee is below the group and 
industry average 
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Figure 7.36 Profit per Employee of UCO Bank from 2001 - 2006 
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Table 7.66 Profit per Employee of UCO Bank ( 2001 - 2006) 
Years 
Rs.Lak 
hs 
20 
01-
02 
0.6 
2002-
03 
0.85 
2Q02>-
04 • 
1.79 
2004-
05 
1.43 
2005-
06 
0.82 
Mean 
1.11 
Grp.A 
V. 
2.26 
Ind. 
Av. 
2.8 
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7.15 Comparative Analysis of Performance of Banks 
7.15.1 CREDIT-DEPOSIT RATIO 
Figure 7.37 Comparison of Mean Values of Credit-Deposit Ratio 
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It is the proportion of loan-assets created by banks from the deposits received. 
The higher the ratio, the higher the loan-assets created from deposits. 
The Credit-Deposit Ratio of Stronger Banks - Corporation Bank and Oriental 
Bank of Commerce is higher than all the banks of other categories except Union 
Bank of India which is an average bank and UCO Bank which is a weak bank. 
Corporation Bank emerges as a winner in this category. The other banks are also 
competing and higher ratio indicates management's aggressiveness to improve 
income by higher lending operation. 
Table 7.67 Comparison of Mean Values of Credit-Deposit Ratio of all the 
Banks 
Ratio 
Credit-
Deposit 
CB 
1.57 
OBC 
0.55 
UBI 
0.61 
PNB 
0.56 
UBI 
0.40 
UCO 
0.55 
Grp. Av 
0.68 
Ind. Av 
1.00 
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The managerial and support staff of all the banks expressed their similar 
perceptions about their organization being very dynamic and entrepreneurial 
place and people willing to stretch their limits and take risks. 
7.15.2 CAPITAL to RISK WEIGHTED ASSETS RATIO 
Figure 7.38 Comparison of Mean Values of CRAR 
CRAR (Mean Values) 
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Banks in all the categories have maintained their CRAR above the statutory limit 
of 9% but the strong banks have maintained higher CRAR which indicates high 
safety against bankruptcy. Also the management's ability to gauge the risks and 
take appropriate position. 
Table 7.68 Comparison of Mean Values of CRAR of all the Banks 
Ratio 
CRAR 
CB 
17.3 
OBC 
13 2 
UBI 
11.8 
PNB 
12.5 
UBI 
15 1 
UCO 
10.7 
Grp. Av 
12.3 
Ind. Av 
12.24 
A high Capital to Risk Asset Weighted Ratio along with High Credit-Deposit 
ratio indicates a total risk enabled enterprise. 
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Figure 7.39 Comparison of Mean Values of NNPA Ratio 
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Net Non-Performing Assets are the assets that are doubtfiil to return to the 
principal and/or interest due in the near future. This accrues in huge losses to a 
bank. A lower NNPA ratio implies that a bank has fantastic credit assessment 
skills, is selective when it gives out loans and is investing in G-securities. 
Table 7.69 Comparison of Mean Values of NNPA Ratio of all the Banks 
Ratio 
NNPA 
CB 
1.504 
OBC 
1.276 
UBI 
3.648 
PNB 
2.13 
UBI 
4.31 
UCO 
3.698 
Grp. Av 
1.28 
Ind. Av 
1.22 
Here also it is evident that the stronger banks have emerged a for-runner in 
maintaining lower ratios. This difference in performance between banks is based 
on the dynamism its leaders display and the ability to mobilize the team to 
deliver. 
7.15.4 RETURN ON ASSETS 
Table 7.70 Comparison of Mean Values of RoA of all the Banks 
% 
RoA 
CB 
1.57 
OBC 
1.48 
UBI 
1.006 
PNB 
1.018 
UBI 
0.964 
UCO 
0.692 
Grp. Av 
0.88 
Ind. 
Av 
1.00 
Tabulation, Analysis and Interpretation 211 
Chapter VII 
Figure 7.40 Comparison of Mean Values of RoA 
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Return on Assets measures the net free profits earned for every rupee of asset 
owned. A higher ratio means how efficiently management is using its assets to 
generate income and also indicates better earning potential in the future. 
The stronger banks have emerged a winner here across all the categories. The 
difference in asset generation between the strongest bank and the weakest bank is 
to the tune of 126%. 
7.12.5 BUSINESS PER EMPLOYEE 
Table 7.71 Comparison of Mean Values of BPE (Rs.Lakhs)of all the Banks 
BPE 
Rs.Lakhs 
CB 
389.918 
OBC 
431.8 
UBI 
306.096 
PNB 
239.882 
UBI 
187.4 
UCO 
263,4 
Grp. Av 
388.17 
Ind. ^ 
423 : 
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Figure 7.41 Comparison of Mean Values of BPE 
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Business per Employee is highest in the strongest banks followed by average 
banks and weak banks. A drastic re-engineering of its operations coupled with 
change in business strategy helped UCO Bank to improve its BPE. 
Only the stronger banks have been able to be meet the group average but the 
industry average is still very high. 
7.15.6 PROFIT PER EMPLOYEE 
Table 7.72 
PPE 
Rs.Lakhs 
Compai 
CB 
4.02 
-ison of Mean Values of PPE (Rs.Lakhs)of all the Banks 
OBC 
4.58 
UBI 
2.32 
PNB 
1.83 
UBI 
1.41 
UCO 
1.11 
Grp. Av 
2.26 
Ind. 
Av 
2.84 
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Figure 7.42 Comparison of Mean Values of PPE 
Profit Per Employee (Mean Values) 
nCB 
• OBC 
• UNIONBI 
BPNB 
D UNITE DBI 
nuco 
OBC UNIONBI PNB UNITEDBI 
Bank 
UCO 
Profit per Employee is a clear indicator of the efficient deployment and 
utiJization of human resources. The stronger banks have again emerged a winner 
in this aspect with average banks and weak banks following suit. 
In fact, the stronger banks have are much above the group average and industry 
average. 
7.16 Analysis of Regression (Annexure XXII) 
The resuhs of regressing the 24 independent variables that are entered into the 
regression model and R (.979) is the correlation of the twenty four independent 
variables with the criterion variable (organizational culture), after all the 
intercorrelations among the twenty four variables are taken into account. 
In the Model Summary Table, the R Square (0.96), which is the explained 
variance is actually the square of the muhiple R (.979. The Anova Table shows 
that the F-value of 627.75 is significant at the .001 level. In the df (degree of 
fi-eedom) in the same table, the first number represents the number of 
independent variables (24), the second number (619) is the total number of 
responses for all the variables (K) minus l(N-K-l) (642-24-1=617). The results 
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mean that if any of the variable is missing or changed then there will be a 
difference of 0.002.( Annexure XXII). 
From the results of multiple regression analysis, it is clear that all the banks 
perceived the following factors to be very important cultural variable for the 
performance of banks: 
> Mentoring, facilitating and nurturing environment in the bank by 
the leadership. 
> Exemplifying a no-nonsense, aggressive, results-oriented focus by 
the leadership. 
> Commitment to innovation and development and emphasis on 
competitiveness and being in the cutting edge. 
> Achievement and goal accomplishment as management's focus 
has been emphasized. Aggressiveness and winning should be 
common themes for management and employees. 
> Formal rules and policies and maintaining a smooth-running 
organization is an equally important criteria for organizational 
performance. 
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Table: 7.73 Summary Table of Regression Analysis 
Dimension 
The leadership in the 
organization 
exempiiries mentoring, 
facilitating and 
nurturing. 
The leadership in the 
organization 
exemplifies no-
nonsense, aggressive 
result-oriented focus. 
The glue that holds the 
organization together is 
commitment to 
innovation and 
development There is 
an emphasis on being 
on the cutting edge 
The glue that holds the 
organization together is 
the emphasis on 
achievement and goal 
accomplishment. 
Aggressiveness and 
winning are common 
themes 
The glue that holds the 
organization together is 
formal rules and 
policies. Maintaining a 
smooth-running 
organization is 
important. 
Item 
Mentoring, Facilitating 
or Nurturing 
Aggressive and Result 
Oriented 
Innovative and 
Development 
Aggressive and Winning 
Formal Rules and 
Policies 
Strong Banks 
S 
S 
s 
s 
s 
Average Banks 
NS 
S 
NS 
S 
NS 
Weak Banks 
NS 
S 
NS 
NS 
NS 
S Significant NS Not Significant p<005 
The results indicate that the organizational leadership were aggressive and result 
oriented in weak banks but lacked other important variables. 
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Strong banks were found to exemplify important organizational leadership 
practices like mentoring, facilitating and nurturing environment to the employees. 
The leadership emphasizes on being in the cutting edge and the glue that holds 
the employees together is commitment to innovation and development. A sense 
of achievement and goal accomplishment is instilled among the employees and 
aggressiveness and winning are common themes among the managerial and 
support staff. Formal rules and policies are being flouted as important for smooth 
running of the organizaion. 
In Average banks, the emphases is there on innovation and development and 
being in the cutting edge. A sense of achievement and goal accomplishment is 
instilled among the employees and aggressiveness and winning are common 
themes among the managerial and support staff. Rest of the cultural dimensions 
are absent. 
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Chapter VIII 
CONCLUSION, RECOMMENDATIONS AND DIRECTIONS 
FOR FUTURE RESEARCH 
The results and analysis of the present study have been presented in the last 
chapters. In the present chapter conclusions of the study are drawn and effort 
is made to make meaningfiil recommendation for the banks' management and 
leadership. On basis of literature review and results of the current study, 
directions for future research are provided that may be undertaken in the due 
course of time. 
This chapter is broadly divided into four sections: Section 9.1 draws the 
conclusions. Section 9.2 highlights the recommendations and Section 9.3 puts 
forth the limitations of the study and Section 9.4 gives direction for future 
research. 
8.1 Conclusions 
The research work in hand has been able to achieve the pre-determined 
objectives of the present study such as: 
I.Establishing that the employees in strong banks have consistent perceptions 
about their culture. 
2. Identified the competing values between the organizational levels of the 
weak banks that hinder the organizational performance. 
3. Investigating the similarities and dissimilarities in the culture of strong 
banks, average banks and weak banks. 
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4.The relationship between corporate culture and organizational performance 
has also been described. 
5.The last objective of Exploring the gaps in cultural variables between the 
two levels of the organization and to suggest management certain appropriate 
interventions is being done in this chapter. 
Of the seven hypothesis tested, six were substantiated i.e, Ho was not rejected. 
The first hypothesis proved that there are more consistent perceptions among 
the managerial and support staff of stronger banks in comparison to weak 
banks. The second hypothesis proved that there is no significant difference in 
the perceived core values of dominant characteristics of the strong banks in 
comparison to average and weak banks. The third hypothesis proved that there 
is no significant difference in the perceived core values of organizational 
leadership of the strong banks in comparison to average and weak banks. The 
fourth hypothesis proved that there is no significant difference in the perceived 
core values of management of employees of the strong banks in comparison to 
average and weak banks. The fifth hypothesis proved that there is no 
significant difference in the perceived core values of organizational glue of the 
strong banks in comparison to average and weak banks. The sixth hypothesis 
was rejected because it could not prove that there is no significant difference 
in the perceived core values of strategic emphases of the strong banks in 
comparison to average and weak banks. Indeed there was perceived 
differences or competing core values in practice in strategic emphases of 
strong banks. The seventh hypothesis proved that there is no significant 
difference in the perceived core values of criteria of success of the strong 
banks in comparison to average and weak banks. 
This similar perceptions and value congruence in strong banks have 
established a culture which enabled the managerial and support staff to think 
and act similarly and hence the success was visible in the management 
efficiency and asset quality of the strong banks which is reflected in the 
financial figures and ratios of strong banks. 
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The perceptions of managerial and support staff in average banks also has 
almost consistent perceptions about their cultural dimensions but there is 
existence of different categories of culture in the dimensions measured. It 
signifies values competing against each other in their day-to-day operations. 
This value incongruence is visible in the management efficiency and asset 
quality and liquidity position maintained in the banks, which gets is reflected 
in the financial figures and ratios of average banks. 
The perceptions of managerial and support staff of weaker banks have less 
consistent or inconsistent perceptions about their organizational culture. The 
Chi-square test revealed existence of categories of culture in cultural 
dimensions measured which indicates existence of differing values among the 
employees. This value incongruence affects their perceptions influencing 
behaviour. This has fiirther reflected (as seen in the comparative charts) in the 
financial figures and ratios of the bank. 
8.1.1 Relationship Between Organizational culture and Organizational 
performance in Strong Banks 
The strong banks were found have culture that enabled the employees to 
perceive the banks positioning towards competitive position of the overall 
environment where the managerial and support staff perceives similarly about 
their culture. Hence in all their actions there was consistence and in all the 
financial parameters studied the strong banks led the chart. 
8.1.2 Relationship Between Organizational culture and Organizational 
performance in Average Banks 
In average banks there were consistent perceptions but on further probing 
competing values of stability and growth emerged. Hence both the managerial 
and support staff perceived differently about the orientation of the bank and 
this led to different practices. So in many of the financial parameters it was 
way behind the stronger banks. 
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8.1.3 Relationship Between Organizational culture and Organizational 
performance in Weak Banks 
There were less consistent perceptions as well as competing values in almost 
all the organizational cultural dimensions studied. 
Therefore the aggressive positioning of the management has not been 
interpreted correctly by the managerial and support staff This was visible in 
all the financial parameters observed over five year period. The weak banks 
were more towards maintaining the socio-technical environment of 
consolidation and equilibrium. 
Figure 8.1 Comparison of Mean Values of Capital to Risk Asset Weighted 
Ratio 
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All the banks have kept the Capital to Risk Asset Weighted Ratio above 9% 
but strong banks leads the chart which denotes high safety against bankruptcy. 
Also higher CAR indicates the banks ability to comply with fiiture tighter 
CAR norms. High ratio is a measure of risk-enabled enterprise. 
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Figure 8.2 Comparison of Mean Values of Net Non-Performing Assets 
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A low net non-performing assets ratio implies that a bank has good credit 
assessment skills and is selecting while giving out loans and investing. Strong 
banks have maintained a low NNPA ratio in comparison to average and weak 
banks. Strong banks have a culture which has insight and adaptation. 
Figure 8.3: Comparison of Mean Values of Return on Assets (%) 
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The leadership of strong banks have been able to mobilize the team to deliver 
and thereby the banks have been able to maintain higher return on assets in 
comparison to average and weak banks. 
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Figure 8.4 Comparison of Mean Values of Business per Employee 
(RsXakhs) 
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Business per employee is an absolute indicator of profitability of banks and 
strong banks lead the category. Similar perceptions and congruent values have 
enabled the staff to act appropriately. 
Figure 8.5: Comparison of Mean Values of Profit per Employee 
(Rs.Lakhs) 
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Profit per Employee is true indicator of efficient utilization of skills. Strong 
banks have outdone their peers in average and weak bank category. 
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In all the financial parameters selected for study the strong banks have bested 
the average and weak banks. Hence the pioneering work of Deal and Kennedy 
(1982) and other researchers have given much impetus to the success and 
superior performance of the organisation. Kotter and Heskett (1992), proposed 
that corporate culture has a long-term impact on the performance of the 
organisation. Denison (1990) found that certain types of culture could enhance 
organisational performance, while Van der Post et al. (1998) found significant 
relationships between organisational culture and performance. Rasheed and 
Anathraman (2002) concluded that in an entrepreneurial -culture, members of 
the organisation value risk taking and innovations. The entrepreneurial culture 
is generally appropriate in a dynamic, competitive environment. He continues 
to state that in the bureaucratic culture, values like high formalisation, 
standard rules and hierarchical coordination were emphasized. A rational or 
market culture valued achievement, demanding goals, and market superiority. 
In a clan culture tradition, loyalty, teamwork, personal commitment and social 
influence have a role. 
These findings are consistent with previous research on corporate culture and 
financial performance (Jeena Ravendran, 1993). This suggests that cultural 
types have an effect on the profitability measures of organisational 
performance like return on assets or business per employee, rather than other 
measures (like liquidity) only. This reinforces the relationship between 
corporate culture and organisational profitability (performance). 
The above studies suggest that corporate culture is an important component in 
an organization to better understand the context of organisations and the 
people managing the organisation. This implies that corporate culture could 
affect the success of organisations in trying to achieve its goals and objectives. 
Further, this research could describe the association between the effect of 
competing values and emerging different types of culture with performance of 
the organization. These have practical implications for managers and 
consultants in management development, and ultimately could enhance 
superior performance of the managers and support staff in the banks. 
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This research also provides an important contribution in better understanding 
the nature and type of organizational culture, performance of banks in a 
competitive environment especially the public sector banks, which may be 
different from those in the more established western context. 
8.2 Recommendations 
There were no written core values in any of the banks considered for study. 
But there were implicit values being practiced in the strong and average 
banks. Hence consistency of perceptions and no competing values in other 
dimensions measured except for strategic emphases in strong banks and 
organizational leadership and criteria of success in average banks were 
identified. In weak banks competing values emerged in all the dimensions 
except management of employees. There was lack of consistency in 
perceptions too, which establishes that managerial and support staff adopted 
practices at individual level. 
1. Hence the core values should be established through an organization-
wide initiative encompassing the involvement of all employees. 
2. Once the core values have been established, they should be instilled 
into all activities, actions, and decisions throughout the organization 
with everyone within the organization individually accountable for 
consistently practicing the values on a daily basis. 
3. The values should be reviewed and amended if necessary, involving 
participation and feedback from all employees. 
4. The competing values of power, control and efficiency with individual 
initiative and emphasis on winning at the market place as common 
themes has to be instilled through organization wide communication 
strategies and comparative display of other banks to the managerial 
and support staff of weak banks. 
5. Even though the managerial and support staff of weak banks perceive 
a no-nonsense aggressive result-oriented focus by their leadership, the 
emerging competing values show that they have not been able to 
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interpret it well and thereby the performance have not only been below 
the strong banks but also the industry standards . 
6. The leadership in the organization has to exemplify mentoring, 
facilitating and nurturing environment in the weak banks. 
7. The strong banks can do better if the what is more valued between 
stability and creating new opportunities is clarified. 
8. If the weak bank wants to inculcate a rational culture, the management 
development programme should focus on core values that promote 
individuality and independence among employees so as to enhance the 
performance of the organization. 
9. If the weak banks want adhocracy culture, core values like adaptability 
and involvement should be instilled. 
10. An effective employee survey program that will allow for 
systematically monitoring employee perceptions should be instituted. 
8.3 Limitations of the Study 
The study was academic in nature. Hence the sample size was chosen on the 
basis of feasibility. The study could have been extensive in terms of 
geographical coverage, 
maybe whole of northern India or other regions. 
The sample size selected for the study could be another limitation for the 
study. 
Cooperation and support within the organization proved to be a limitation 
because the study was on carried out during the work office hours, making it 
difficult for many employees to devote time to participate in the research due 
to hectic schedules. 
Because of the nature of this research, that is, a study that used the same 
participants for both the qualitative and quantitative instruments, the 
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researcher had to have ample perseverance in ensuring that the respondents' 
give responses accurately. 
Further the fiscal policies of the government, RBI regulations, monetary 
policy, manpower position and mechanization issues have an influence on 
performance of the organization. 
The lack of time and funds limited further and more extensive research. 
8.4 Directions for Future Research 
The results of this research show that there is a relationship between the 
perceptions of employees about the core values being practiced in the 
organization, the derived organizational culture and organizational 
performance. This finding has important implications for management 
development, especially in relation to Human Resource Management and 
motivation for employees. 
While this may be true, further research is needed to examine the effects of 
various other factors. On the basis of extensive literature survey as also the 
insight gained during the course of the present study, the following can be 
made regarding directions for future research: 
1. Other organisational factors like age, size, gender, different 
hierarchical levels of people and activity or sectors and managerial 
factors like job involvement, job satisfaction, job motivation, and job 
performance and commitment as another variable could be used with 
corporate culture and organisational performance. 
1. There is a need for continued research in the area of organizational 
culture. This is all the more necessary as it facilitates organizational 
members to understand the organizational values being practiced. 
2. To gain a deeper understanding, it is suggested that detailed researches 
need to be carried out focusing on each of cultural dimension such as 
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organizational leadership, strategic emphases, dominant characteristics 
etc., identified during the course of present study. 
3. Instead of focusing on nationalized banks, future researchers could 
concentrate on private and foreign banks. 
4. There is a need to carry out comparative studies encompassing banks 
of other developed and developing economies. The same may not only 
add to the extant literature on the subject but may also enable the 
researchers in identifying areas where improvement can be affected on 
the basis of cross-cultural studies. 
5. Future researchers can perhaps improve upon the methodology adopted 
in the present study. For instance, they can add more dimensions to the 
questionnaire. It is hoped that this may lead to improvement that could 
probably bring in newer findings. 
6. The sampling frame of the present study i.e. published paper, 
consisting of Z-score, there could be other parameters used for 
discriminant analysis. Thus, future researchers need to make an 
attempt to remove this bias, if any. 
7. The strata used i.e., the managerial and support staff can be further 
divided into multiple levels. This will further lead to deeper analysis of 
influence of perceptions on organizational practices. 
8. The structured questionnaire approach used in the present study can be 
supplemented with case study method and observation to gain better 
understanding. 
Thus, this study has illustrated the relationship between organizational culture 
and organizational performance in public sector banks operating in India 
during 1997 - 2001. This is a phase when the banking reform process began 
and government has been taking lot of initiatives to help the public sector 
banks to compete with the private sector banks. It has investigated the 
prevalent culture vis-a-vis the core values being practiced in their day-to day 
operations. It has further probed into the performance of the banks to establish 
that performing banks have the right culture in a competitive environment. 
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ANNEXURES 
Annexure I 
1. How long have you worked for this company? years 
2. How would you categorize your position within this company? 
A. Managerial Staff B. Support Staff 
3. Below is a brief list of common values. Choose the top 3 values that 
you perceive as being used in your company on a daily basis and rank 
them accordingly, with #1 being the strongest value. You may add 
other values if you wish. A value can be described as "the way we do 
things around here." 
Quality 
Trust 
Control 
Fun 
Integrity 
Collaboration 
Cooperation 
Respect 
Security 
Honesty 
Commitment 
Recognition 
Efficiency 
Power 
Fairness 
Teamwork 
Loyalty 
Relationships 
4.What are the results when these values were used? 
5.Do you think values are important in the workplace? Why? 
6. Where do these values come from? 
7. Do the organizational values align with your personal values? 
<^  
-^^ 
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THE ORGANIZATIONAL CULTURE ASSESSMENT INSTRUMENT 
Each of the six questions has four choices. Divide 100 points among these four 
choices and give the higher number of points to the choice that is most similar 
to your organization. For example: if you think choice A is very similar to 
your organization, choices B and C are somewhat similar, and choice D is 
hardly similar at all, you might give 55 points to A, 20 points to B and C, and 
5 points to D. Just be sure that your total equals 100 for each question. 
1. Dominant Characteristics 
A The organization is a very personal place. It is like an extended family. 
People seem to share a lot of themselves. 
B The organization is a very dynamic and entrepreneurial Place. People are 
willing to stick their necks out and take risks. 
C The organization is very results oriented. A major concern is with getting 
the job done. People are very competitive and achievement oriented. 
D The organization is a very controlled and structured place. Formal 
procedures generally govern what people do 
Total 100 
2. Organizational Leadership 
A. The leadership in the organization is generally considered to exemplify 
mentoring, facilitating, or nurturing 
B The leadership in the organization is generally considered to exemplify 
entrepreneurship, innovating, or risk taking. 
C The leadership in the organization is generally considered to exemplify a 
no-nonsense, aggressive, results-oriented focus. 
D The leadership in the organization is generally considered to exemplify 
coordinating, organizing, or smooth-running efficiency 
Total 100 
3. Management of Employees 
A The management style in the organization is characterized by teamwork, 
consensus, and participation. 
B The management style in the organization is characterized by individual 
risk-taking, innovation, freedom, and uniqueness. 
C The management style in the organization is characterized by hard-driving, 
competitiveness, high demands, and achievement. 
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D The management style in the organization is characterized by security of 
employment, conformity, predictability, and stability in relationships. 
Total 100 
4.0rganization Glue 
A The glue that holds the organization together is loyalty and mutual trust. 
Commitment to this organization runs high. 
B The glue that holds the organization together is commitment to innovation 
and development. There is an emphasis on being on the cutting edge. 
C The glue that holds the organization together is the emphasis on 
achievement and goal accomplishment. Aggressiveness and winning are 
common themes. 
D The glue that holds the organization together is formal rules and policies. 
Maintaining a smooth-running organization is important 
Total 100 
5. Strategic Emphases 
A The organization emphasizes human development. High trust, openness, 
and participation persist. 
B The organization emphasizes acquiring new resources and creating new 
challenges. Trying new things and prospecting for opportunities are valued. 
C The organization emphasizes competitive actions and achievement. Hitting 
stretch targets and winning in the marketplace are dominant. 
D The organization emphasizes permanence and stability. Efficiency, control 
and smooth operations are important 
Total 100 
6. Criteria of Success 
A The organization defines success on the basis of the development of human 
resources, teamwork, employee commitment, and concern for people. 
B The organization defines success on the basis of having the most unique or 
newest products. It is a product leader and innovator. 
C The organization defines success on the basis of winning in the marketplace 
and outpacing the competition. Competitive market leadership is key. 
D The organization defines success on the basis of efficiency. Dependable 
delivery, smooth scheduling, and low-cost productions are critical. 
Total 100 
(Cameron/Quinn, DIAGNOSING AND CHANGING ORGANIZATIONAL CULTURE, 
1999) 
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Annexure II 
Classification of Banks based on Z-score 
STRONG BANKS 
Z score 
3.6447908 
2 398862 
3.2443863. 
2.27783 
2.9649858 
2.66337162 
2.663372 
2.32778312 
2.2162037 
2.1124475 
BANK 
CHO HUNG BANK 
CORPORATION BANK 
CITIBANK N.A. 
ORIENTAL BANK OF COMMERCE 
KARUR VYASYA BANK LTD 
BARCLAYS BANK PLC 
JAMMU AND KASHMIR BANK LTD 
DEVELOPMENT BANK OF SINGAPORE. 
CITY UNION BANK LTD 
DEUTSCHE BANK. 
AVERAGE BANKS (1.4752-1.9862) 
Z score 
1.9886203 
1.9765432 
1.8851232 
1.8756745 
1.6544321 
1.5291235 
1.5112447 
1.5103142 
1.4879213 
1.4752314 
BANK 
BHARAT OVERSEAS BANK LTD. 
KARNATAKA BANK LTD. 
PUNJAB NATIONAL BANK 
STATE BANK OF INDIA 
UNION BANK LTD. 
CANARA BANK 
KARNATAKA BANK LTD. 
BANK OF INDIA 
FEDERAL BANK 
VYSYA BANK LIMITED 
WEAK BANKS 
Z score 
-0.13644 
0.088691 
-0.18389 
-0.13644 
-0.10428 
0.088691 
-2 33096 
0.405795 
0.405795 
-0.18389 
BANK 
UNITED BANK OF INDIA 
UCO BANK 
DENA BANK 
DHANALAKSHMI BANK LTD 
PUNJAB AND SIND BANK 
ALLAHABAD BANK 
AMERICAN EXPRESS BANK 
INDIAN BANK 
INDIAN OVERSEAS BANK 
CENTRAL BANK OF INIA 
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Annexure III 
Formula of Z - score 
Z-score or the discriminated score for each bank is calculated as 
Zi = axi + byi 
Where, 
Zi = Z-score for the ith bank 
xi = value of Net Non-Performing Assets to Total assets for the ith 
bank 
yi = value of Return on assets for the ith bank 
a and b are the parameter values that make a mean Z-score for group 1 (good 
banks) significantly different from the mean Z-score of group 2 (bad bank) 
O' y dx - O'xy dy 
O'x . O'y - (O'xy)^ 
O' X dy - o'xy dx 
0"x . 0"y - (o'xy) 
b = 
o'x = Variance ofx across good and weak bank 
o'y = Varianceofy across good and weak bank 
o'xy = Covariance of xandy 
dx = difference between the mean values of x for both groups 
dy = difference between the mean values of y for both groups 
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Annexure IV 
Calculation of Z- score 
CHB 
CB 
cm 
OBC 
KVBL 
BBP 
J&KBL 
DBS 
CUBL 
DBS 
UBI 
UCO 
DEB 
DHBL 
P&SB 
ALB 
AMEX 
INB 
lOB 
CBI 
NNPA/TA 
(X) 
2 631579 
1 149425 
2 941176 
0 050025 
0 396825 
1 581028 
0 406504 
0 813008 
0 253807 
0 393701 
0 095511 
0 15748 
0 13986 
0 170358 
0211416 
0 089206 
0 446429 
0 280112 
0 330033 
0 258398 
0 6394 
X1/X2BAR 
1 061708 
0 21788 
ROA 
(Y) 
3 16 
1 55 
3 24 
0 95 
1 7 
1 65 
1 32 
1 71 
121 
1 58 
0 01 
0 14 
0 66 
04 
0 1 
0 18 
-0 62 
-1 
0 38 
0 1 
0 921 
Y1/Y2BAR 
1 807 
0 035 
(X-Xbar) ^ 
2 
3 967207 
0 259724 
5 296361 
0 347828 
0 059034 
0 885921 
0 54424 
0 030003 
0 148986 
0 060562 
0 296244 
0 232627 
0 249934 
0 22037 
0 183507 
0 303147 
0 03739 
0 129371 
0 095952 
0 145463 
13 00405 
(Y-Ybar) '^  
2 
5013121 
0 395641 
5 377761 
0 000841 
0 606841 
0 531441 
0159201 
0 622521 
0 083521 
0 434281 
0 829921 
0 609961 
0 068121 
0 271441 
0 674041 
0 549081 
2 374681 
3 690241 
0 292681 
0 674041 
23 25938 
(X-XB)(Y-YB) 
4 45960625 
0 32055801 
5 3369507 
0 0171033 
0 18927623 
0 68615926 
0 09308273 
0 13666586 
0 11155024 
0 1621755 
0 49584193 
0 37668707 
0 13048277 
0 24457634 
0 35169802 
0 40798574 
0 29797629 
0 69094924 
0 16758076 
0 31312626 
14 9899839 
Z-score 
3 565821 
2 398862 
3 244386 
2 27783 
3 644791 
1 511245 
2 663372 
2 964986 
2 642761 
2 345342 
-0 13644 
0 088691 
1 4391 
0 727147 
-0 10428 
0 305959 
-2 33096 
-3 01416 
0 405795 
-0 18389 
1 254804 
SGMAX^2 
SGMAY'^2 
SGMAXY 
DX 
DY 
A 
b 
0 684424 
1 224178 
0 788947 
0 843828 
1 772 
-1 69445 
2 539524 
Z-Score greater than 2.0 Strong Banks 
Z-Score 1.4752 - 1.9862 Average Banks 
Z score < 1.475172 Weak Banks 
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Annexure V 
Significance of the ratios selected for the study 
Credit deposit ratio (times): This indicates the total advance as proportion of 
total deposits. It indicates the management's aggressiveness to improve 
income by higher lending operation. Thus, a higher ratio has been awarded a 
higher rank. 
Total debt / networth (%): This is calculated as the proportion of total 
outside to net worth. This ratio thus includes the bank's financial leverage and 
high leverage is generally perceived to be undesirable. Thus a higher ratio has 
been awarded a lower rank. 
Operating profit / Working funds (%): This ratio indicates how much a 
bank can earn from its operations net of the operating expenses for every 
rupee spent on working funds. The higher the ratio, the better. Thus, a higher 
ratio has been awarded a higher rank. 
Other income / total income (%): Other income includes fee-based income, 
income from non-core activities, income non-bases exposures and other 
activities. This ratio determines the future ability to work on low spreads. This 
also indicates whether the bank is solely reliant on interest income for its 
profits or is there other sources of income as well. The higher the ratio, the 
better. Thus, a higher ratio has been awarded a higher rank. 
Investment in government securities / total investments (%): This ratio 
indicates a bank's strategy as being high-profits high-risk or low profits risk. 
Government securities are generally considered as the most safe debt 
instrument, which as a result carries the lowest return. The researcher has not 
taken the SLR requirement into consideration. Further, the researcher is in 
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favour of risk balanced aggressive approacti and iience a high undesirable. 
Thus, a higher ratio has been awarded a lower rank. 
Contingent liabilities / total liabilities (%): This is the ratio of non-funded 
exposure of a bank to the total liabilities. Such exposures result in high losses 
in cases of default. Thus the lower the ratio, the better. Thus, a higher ratio has 
been awarded a lower rank. 
Interest earned / advances investments (%): This refer to how much interest 
income, or operating income a bank can earn for every rupee spent on 
advances and investments. The higher the ratio the better. Thus, a higher ratio 
has been awarded a higher rank. 
Interest expended / deposits + borrowing (%): This refers to how much 
interest a bank has to pay for every rupee of deposits and borrowing. The 
lower the ratio the better it is because low interest expenditure will lead to an 
increase in the interest spread. Thus, a higher ratio has been awarded a lower 
rank. 
Capital adequacy ratio (%): The banks have to maintain the Capital 
Adequacy Ratio (CAR) specified by RBI from time to time. Capital Adequacy 
Ratio is equal to the ratio of TIER-I and TIER-II Capital to the Aggregate of 
Risk Weighted Assets (RWA). Higher CAR indicates ability to comply with 
future tighter CAR norms. Also high CAR denotes high safety against 
bankruptcy. The higher the ratio the better. Thus, a higher ratio has been 
awarded a higher rank. 
Interest spread / working funds (%): Income Spread is the difference 
between Interest Income earned and interest expanded. This ratio shows how 
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much a bank can earn for every rupee of working fund spent. The higher the 
ratio the better. Thus, a higher ratio has been awarded a higher rank. 
Return on assets: This ratio measures the net free profits earned for every 
rupee of asset owned. A higher ratio means better income generating capacity 
of the assets and indicates better earning potential in the future. The higher the 
ratio the better. Thus, a higher ratio has been awarded a higher rank. 
Net profits / working funds (%): This ratio indicates how much a bank can 
earn net of all expenses and liabilities for every rupee spent on working funds. 
The higher the ratio the better. Thus, a higher ratio has been awarded a higher 
rank. 
Net profits / networth (%): This ratio measures the return on net worth or the 
return on equity. This is a very important ratio for the shareholders. A higher 
ratio means that this shareholder's funds are utilised in a better manner than 
would have been elsewhere. Also, only a high return on equity justifies 
retention on profits. Thus, a higher ratio has been awarded a higher rank. 
Net NPAs / Total assets (%): Net NPAs represent the sum of substandard, 
doubtful and loss loans net of the provisions made for such loans expressed as 
a percentage of total assets. These are the assets that are doubtful to return the 
principal and/or interest due in the near future. This results in huge losses to a 
bank. Thus, a higher ratio has been a lower rank. 
Operating expenses / Total expenses: This ratio denotes how much a bank 
has to spend on operating expenses out of the total expenses incurred. Lower 
operating expenses shows the ability of any bank to function cost effectively. 
The lesser the ratio the better. Thus, a higher ratio has been awarded a lower 
rank. 
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Unsecured advances/ Total advances: This ratio measures the bank's 
exposure in terms of advances. Higher the percentage of unsecured advances 
in the total composition of advances, greater is the risk. The lesser the ratio, 
the better. Thus, a higher ratio has been awarded a lower rank. 
Business per employee: This ratio is used to find out whether a bank is 
relatively over or under staffed. The higher the ratio the better. Thus, a higher 
ratio has been awarded a higher rank. 
Profits per employee: This is also to check whether a bank is over or under 
staffed. The higher the ratio the better. Thus, a higher ratio has been awarded a 
higher rank. 
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Annexure VI 
Weights Assigned To Parameters 
PARAMETER 
Credit deposit ratio (times) 
Total debt / net worth (%) 
Operating profit / working funds (%) 
Other income / total income (%) 
Investment in government securities / total 
investments (%) 
Contingent liabilities / total liabilities (%) 
Interest earned / advances investments (%) 
Interest expended / deposits + borrowing (%) 
Capital adequacy ratio (%) 
Interest spread / working funds (%) 
Return on assets 
Net profits / working funds (%) 
Net profits / net worth (%) 
Net NPAs / Total assets (%) 
WEIGHT ASSIGNED 
5 
5 
6 
6 
4 
4 
6 
5 
7 
6 
7 
6 
6 
8 
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Annexure VII 
Ranking of Banks for the period 1997- 2001 
Comprehensive Rank of Each Bank 
Over a Five Year Time Period 
ABN-AMRO BANK N.V. 
ABU DHABI COMMERCIAL 
BANK 
ALLAHABAD BANK 
AMERICAN EXPRESS BANK 
LTD. 
BANK OF BARODA 
BANK OF CEYLON 
BANK OF INDIA 
BANK OF PUNJAB 
BANK OF RAJASTHAN 
BARCLAYS BANK PLC. 
BHARAT OVERSEAS BANK LTD. 
CANARA BANK 
CENTRAL BANK OF INDIA 
CENTURION BANK LTD. 
CHO HUNG BANK 
CITIBANK N.A. 
CITY UNION BANK LTD. 
CORPORATION BANK 
DENA BANK 
DEUTSCHE BANK 
DEVELOPMENT BANK OF 
SINGAPORE 
DHANALAKSMI BANK LTD. 
FEDERAL BANK 
GLOBAL TRUST BANK 
HDFC BANK LTD. 
ICICI BANK LTD 
IDBI BANK LTD. 
INDIAN BANK 
INDIAN OVERSEAS BANK 
INDUSIND BANK 
JAMMU AND KASHMIR BANK 
KARNATAKA BANK LTD. 
KARUR VYSYA BANK LTD 
LAKSHMI VILAS BANK LTD. 
LORD KRISHNA BANK LTD. 
ORIENTAL BANK OF 
COMMERCE 
PUNJAB AND SIND BANK 
Mar-
97 
7 
44 
37 
20 
26 
2 
31 
9 
45 
35 
21 
33 
38 
6 
1 
18 
19 
4 
27 
15 
14 
34 
40 
12 
8 
13 
11 
48 
47 
5 
17 
16 
3 
23 
30 
10 
39 
Mar 
-98 
5 
27 
36 
13 
20 
2 
30 
11 
44 
22 
31 
33 
43 
17 
1 
18 
19 
4 
24 
6 
26 
34 
42 
7 
9 
16 
23 
49 
45 
3 
10 
14 
8 
21 
37 
12. 
40 
Mar-99 
2 
24 
34 
38 
18 
3 
30 
14 
46 
37 
23 
27 
41 
12 
1 
10 
15 
4 
25 
7 
11 
40 
47 
13 
6 
22 
26 
50 
42 
16 
5 
29 
8 
21 
39 
9 
35 
Mar-
2000 
6 
29 
46 
25 
12 
1 
37 
21 
43 
34 
36 
30 
44 
26 
7 
5 
10 
4 
41 
20 
16 
32 
42 
2 
11 
18 
22 
47 
48 
14 
9 
24 
3 
15 
31 
8 
35 
Mar-01 
21 
29 
45 
44 
20 
4 
30 
15 
24 
6 
12 
27 
41 
39 
1 
3 
9 
2 
48 
8 
10 
47 
31 
17 
13 
18 
40 
43 
42 
14 
7 
26 
5 
19 
38 
11 
46 
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PUNJAB NATIONAL BANK 
SOUTH INDIAN BANK LTD. 
STANDARD CHARTERED BANK 
STATE BANK OF HYDERABAD 
STATE BANK OF INDIA 
STATE BANK OF TRAVANCORE 
SYNDICATE BANKS 
UCO BANK 
UNION BANK OF INDIA 
UNITED BANK OF INDIA 
UTI BANK 
VIJAYA BANK 
VYASYA BANK 
32 
43 
22 
25 
29 
42 
46 
50 
28 
49 
24 
41 
36 
32 
39 
15 
28 
25 
38 
46 
50 
29 
48 
35 
47 
41 
20 
44 
17 
19 
31 
43 
33 
48 
32 
49 
28 
36 
45 
40 
33 
13 
23 
27 
28 
19 
49 
39 
50 
17 
38 
45 
35 
28 
16 
25 
32 
22 
23 
49 
33 
50 
34 
36 
37 
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Annexure VIII 
Overall Rank Of Banks 
OVERALL RANK 
FOREIGN 
FOREIGN 
GOVERNMENT 
PRIVATE 
FOREIGN 
PRIVATE 
GOVERNMENT 
FOREIGN 
PRIVATE 
PRIVATE 
FOREIGN 
PRIVATE 
PRIVATE 
FOREIGN 
RIVATE 
FOREIGN 
GOVERNMENT 
PRIVATE 
PRIVATE 
GOVERNMENT 
FOREIGN 
PRIVATE 
PRIVATE 
PRIVATE 
PRIVATE 
PRIVATE 
GOVERNMENT 
FOREIGN 
GOVERNMENT 
GOVERNMENT 
GOVERNMENT 
GOVERNMENT 
FOREIGN 
GOVERNMENT 
GOVERNMENT 
PRIVATE 
PRIVATE 
GOVERNMENT 
PRIVATE 
PRIVATE 
PRIVATE 
BANK OF CEYLON 
CHO HUNG BANK 
CORPORATION BANK 
KARUR VYASYA BANK 
CITIBANK N A. 
JAMMU AND KASHMIR BANK 
LTD. 
ORIENTAL BANK OF COMMERCE 
ABN-AMRO BANK NA. 
HDFC BANK LTD. 
GLOBAL TRUST BANK 
DEUTSCHE BANK 
INDUSIND BANK 
CITY UNION BANK LTD. 
DEVELOPMENT BANK OF 
SINGAPORE 
BANK OF PUNJAB 
STANDARD CHARTERED BANK 
BANK OF BARODA 
ICICI BANK 
LAKSHMI VILAS BANK LIMITED 
STATE BANK OF HYDERABAD 
BARCLAYS BANK PLC 
BHARAT OVERSEAS BANK LTD 
KARNATAKA BANK LTD. 
CENTURION BANK LTD. 
UTI BANK LTD 
IDBI BANK LTD. 
SYNDICATE BANK LTD 
ABUDHABI COMMERCIAL BANK 
CANARA BANK 
STATE BANK OF INDIA 
STATE BANK OF TRAVANCORE 
BANK OF INDIA 
AMERICAN EXPRESS BANK 
PUNJAB NATIONAL BANK 
UNION BANK OF INDIA 
SOUTH INDIAN BANK LTD. 
LORD KRISHNA BANK LTD 
DENA BANK 
BANK OF RAJASTHAN 
VIJAYA BANK 
DHANALAKSHMI BANK LTD. 
1 
2 
3 
4 
5 
6 
7 
8 
9 
10 
11 
12 
13 
14 
15 
16 
17 
18 
19 
20 
21 
22 
23 
24 
25 
26 
27 
28 
29 
30 
31 
32 
33 
34 
35 
36 
37 
38 
39 
40 
41 
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PRIVATE 
GOVERNMENT 
PRIVATE 
GOVERNMENT 
GOVERNMENT 
GOVERNMENT 
GOVERNMENT 
GOVERNMENT 
GOVERNMENT 
FEDERAL BANK 
PUNJAB AND SIND BANK 
VYASYA BANK 
ALLAHABAD BANK 
CENTRAL BANK OF INDIA 
INDIAN OVERSEAS BANK 
INDIAN BANK 
UCO BANK 
UNITED BANK OF INDIA 
42 
43 
44 
45 
46 
47 
48 
49 
50 
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Annexure IX 
Corporation Bank 
t-Test 
Group Statistics 
Team work 
Consensus and 
Participation 
Risk taking 
Innovation 
Freedom and 
Uniqueness 
Hard driving 
competitiveness 
high achievement 
Security 
Conformity 
Predictability and 
Stability 
Mentoring 
Facilitating or 
Nurturing 
Entrepreneur 
Innovating Risk 
taking 
Aggressive Result 
oriented 
Organizing or 
Smooth running 
Loyalty and 
Mutual trust 
innovative and 
development 
Aggressive and 
Winning 
Formal rules and 
Policies 
High trust 
Openness and 
Participation 
persist 
Create new 
Name of the bank 
Corporation Mgmt 
Corporation Staff 
Corporation Mgmt 
Corporation Staff 
Corporation Mgmt 
Corporation Staff 
Corporation Mgmt 
Corporation Staff 
Corporation Mgmt 
Corporation Staff 
Corporation Mgmt 
Corporation Staff 
Corporation Mgmt 
Corporation Staff 
Corporation Mgmt 
Corporation Staff 
Corporation Mgmt 
Corporation Staff 
Corporation Mgmt 
Corporation Staff 
Corporation Mgmt 
Corporation Staff 
Corporation Mgmt 
Corporation Staff 
Corporation Mgmt 
Corporation Staff 
Corporation Mgmt 
N 
42 
47 
42 
47 
42 
47 
42 
47 
42 
47 
42 
47 
42 
47 
. 42 
47 
42 
47 
42 
47 
42 
47 
42 
47 
42 
47 
42 
Mean 
29.21 
28.62 
41.86 
42.23 
14.40 
14.36 
14.52 
14.79 
14.43 
15.21 
54.05 
51.81 
15.14 
15.49 
16.40 
17.49 
16.55 
17.87 
50.36 
49.36 
14.64 
14.36 
18.45 
18.51 
20.24 
20.11 
53.45 
Std. 
Deviation 
4.971 
3.247 
3.524 
4.274 
4.013 
3.060 
4.250 
4.293 
1.837 
2.293 
4.231 
3.651 
2.807 
2.115 
3.276 
3.575 
3.576 
4.266 
4.471 
4.847 
3.560 
2.540 
3.576 
3.444 
2.912 
2.656 
3.999 
Std. 
Error 
Mean 
.767 
.474 
.544 
.623 
.619 
.446 
.656 
.626 
.283 
.334 
.653 
.533 
.433 
.308 
.506 
.521 
.552 
.622 
.690 
.707 
.549 
.327 
.552 
.502 
.449 
.387 
.771 
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challenges 
Competitive action 
and achievement 
Permanence and 
stability 
Development of 
human resources 
Innovator and 
Product leader 
Leadership is key 
Basis of efficiency 
Extended family 
Dynamic and 
Entrepreneurial 
place 
Result oriented 
Controlled and 
Structured place 
Corporation Staff 
Corporation Mgmt 
Corporation Staff 
Corporation Mgmt 
Corporation Staff 
Corporation Mgmt 
Corporation Staff 
Corporation Mgmt 
Corporation Staff 
Corporation Mgmt 
Corporation Staff 
Corporation Mgmt 
Corporation Staff 
Corporation Mgmt 
Corporation Staff 
Corporation Mgmt 
Corporation Staff 
Corporation Mgmt 
Corporation Staff 
Corporation Mgmt 
Corporation Staff 
47 
42 
47 
42 
47 
42 
47 
42 
47 
42 
47 
42 
47 
42 
47 
42 
47 
42 
47 
42 
47 
53.30 
10.95 
11.60 
15.36 
15.00 
19.52 
19.26 
45.24 
45.32 
16.55 
16.81 
18.69 
18.62 
25.86 
25.55 
39.98 
39.66 
18.10 
18.17 
16.10 
16.66 
3.501 
2.758 
3.314 
2.792 
3.458 
4.250 
3.898 
4.547 
5.150 
2.587 
3.366 
4.141 
3.859 
1.201 
2.421 
1.919 
1.238 
2.022 
1.523 
1.543 
2.150 
.511 
.426 
.483 
.431 
.504 
.656 
.569 
.702 
.751 
.399 
.491 
.639 
.563 
.185 
.353 
.296 
.181 
.312 
.222 
.238 
.314 
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ANNEXURE X 
Corporation Bank 
Independent Samples Test 
Team work 
Consensus and 
Participation 
Risk taking 
Innovation Freedom 
and Uniqueness 
Hard driving 
Competitiveness high 
Achievement 
Security Conformity 
Predictability and 
stabihty 
Mentormg 
Facilitating or 
Nurturing 
Entrepreneur 
Innovating Risk 
taking 
Aggressive Result 
oriented 
Equal 
variances 
assumed 
Equal 
variances not 
assumed 
Equal 
variances 
assumed 
Equal 
variances not 
assumed 
Equal 
variances 
assumed 
Equal 
variances not 
assumed 
Equal 
variances 
assumed 
Equal 
variances not 
assumed 
Equal 
variances 
assumed 
Equal 
variances not 
assumed 
Equal 
variances 
assumed 
Equal 
variances not 
assumed 
Equal 
variances 
assumed 
Equal 
variances not 
assumed 
Levene's Test 
for Equality of 
Variances 
F 
26 762 
158 
7 899 
595 
394 
379 
200 
Sig 
000 
692 
006 
442 
000 
000 
000 
t-test for Equality of Means 
t 
678 
663 
-451 
-456 
057 
056 
-290 
-291 
-1 767 
-1 789 
2 680 
2 658 
-662 
-652 
df 
87 
69 259 
87 
86 465 
87 
76 324 
87 
86 075 
87 
86 016 
87 
81543 
87 
75 762 
(2-
tailed 
) 
500 
510 
653 
650 
954 
955 
772 
772 
081 
077 
009 
009 
510 
517 
Mean 
Differ 
ence 
597 
597 
-377 
-377 
043 
043 
-263 
-263 
-784 
-784 
2 239 
2 239 
-347 
-347 
Std 
Erro 
r 
Diff 
eren 
ce 
881 
901 
836 
827 
752 
763 
907 
907 
444 
438 
836 
843 
524 
532 
95% Confidence 
Interval of the 
Difference 
Lower 
-1 154 
-1 201 
-2 039 
-2 021 
-1 451 
-1 477 
-2 067 
-2 066 
-1 666 
-1 656 
578 
563 
-1 387 
-1 406 
Upper 
2 349 
2 396 
1 285 
1 268 
1 538 
1 563 
1 540 
1 539 
098 
087 
3 900 
3915 
694 
713 
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Organizing or Smooth 
running 
Loyalty and Mutual 
trust 
Innovative and 
Development 
Aggressive and 
Winning 
Formal rules and 
Policies 
High trust Openness 
and Participation 
persist 
Create new 
challenges 
Competitive action 
and Achievement 
Permanence and 
Stability 
Development of 
Human Resources 
Innovator and Product 
leader 
Equal 
variances 
assumed 
Equal 
variances not 
assumed 
Equal 
variances 
assumed 
Equal 
variances not 
assumed 
Equal 
variances 
assumed 
Equal 
variances not 
assumed 
Equal 
variances 
assumed 
Equal 
variances not 
assumed 
Equal 
variances 
assumed 
Equal 
variances not 
assumed 
Equal 
variances 
assumed 
Equal 
variances not 
assumed 
Equal 
variances 
assumed 
Equal 
variances not 
assumed 
Equal 
variances 
assumed 
Equal 
variances not 
assumed 
Equal 
variances 
assumed 
Equal 
variances not 
assumed 
Equal 
variances 
assumed 
Equal 
variances not 
assumed 
Equal 
variances 
assumed 
Equal 
variances not 
assumed 
1 171 
1 169 
003 
3 414 
0002 
062 
442 
2 393 
060 
042 
13 403 
282 
283 
000 
003 
001 
804 
000 
125 
808 
837 
000 
-1 486 
-1493 
-1 577 
-1 593 
1 003 
1 008 
451 
440 
-078 
-078 
223 
222 
170 
167 
-989 
-999 
532 
538 
311 
309 
-078 
-079 
87 
86 938 
87 
86 665 
87 
86 905 
87 
67 604 
87 
85 054 
87 
83 492 
87 
72 422 
87 
86 583 
87 
86 156 
87 
83 670 
87 
86 990 
141 
139 
118 
115 
319 
316 
653 
661 
938 
938 
824 
825 
865 
868 
326 
321 
596 
592 
757 
758 
938 
937 
-1085 
-1 085 
-1 325 
-1 325 
995 
995 
281 
281 
-058 
-058 
132 
132 
155 
155 
-643 
-643 
357 
357 
268 
268 
-081 
-081 
730 
726 
840 
832 
992 
988 
624 
639 
745 
746 
590 
593 
907 
925 
651 
644 
671 
663 
864 
868 
1 03 
5 
1 02 
8 
-2 535 
-2 528 
-2 994 
-2 978 
-977 
-968 
-958 
-994 
-1 538 
-1 542 
-1 041 
-1 048 
-1 649 
-1 689 
-1 937 
-1 924 
-977 
-961 
-1 448 
-I 458 
-2 139 
-2 124 
' 366 
359 
345 
329 
2 968 
2 959 
1 521 
I 557 
1 422 
1426 
1 305 
1 312 
1 958 
1 998 
650 
637 
1 691 
1 676 
1 985 
1 995 
I 976 
1 962 
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Leadership is key 
Basis of Efficiency 
Extended family 
Dynamic and 
Entrepreneurial place 
Result oriented 
Controlled and 
Structured place 
Equal 
variances 
assumed 
Equal 
variances not 
assumed 
Equal 
variances 
assumed 
Equal 
variances not 
assumed 
Equal 
variances 
assumed 
Equal 
variances not 
assumed 
Equal 
variances 
assumed" 
Equal 
variances not 
assumed 
Equal 
variances 
assumed 
Equal 
variances not 
assumed 
Equal 
variances 
assumed 
Equal 
variances not 
assumed 
3 176 
223 
3 577 
10 840 
17 631 
371 
078 
638 
062 
001 
000 
544 
-406 
-412 
087 
086 
736 
762 
934 
913 
-199 
-196 
-1 408 
-1 433 
87 
85 162 
87 
84 158 
87 
68 958 
87 
68 716 
87 
75 744 
87 
83 278 
686 
681 
931 
931 
463 
449 
353 
365 
843 
845 
163 
155 
-261 
-261 
073 
073 
304 
304 
317 
317 
-075 
-075 
-564 
-564 
642 
633 
848 
852 
413 
399 
339 
347 
377 
383 
401 
394 
-1 537 
-1 519 
-1 612 
-1 620 
-516 
-492 
-357 
-375 
-824 
-838 
-1 361 
-1 347 
1015 
997 
1 759 
1 767 
1 124 
1 100 
990 
1 009 
674 
688 
233 
219 
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Annexure XI 
Oriental Bank of Commerce 
t - Test 
Group Statistics 
Team work 
Consensus and 
Participation 
Risk taking 
Innovation 
freedom and 
uniqueness 
Hard driving 
Competitiveness 
High achievement 
Security 
Conformity 
Predictability and 
Stability 
Mentoring 
Facilitating or 
Nurturing 
Entrepreneur 
Innovating Risk 
taking 
Aggressive Result 
oriented 
Organizing or 
Smooth running 
Name of 
the bank 
Oriental 
Mgmt 
Oriental 
Staff 
Oriental 
Mgmt 
Oriental 
Staff 
Oriental 
Mgmt 
Oriental 
Staff 
Oriental 
Mgmt 
Oriental 
Staff 
Oriental 
Mgmt 
Oriental 
Staff 
Oriental 
Mgmt 
Oriental 
Staff 
Oriental 
Mgmt 
Oriental 
Staff 
Oriental 
Mgmt 
N 
76 
79 
76 
79 
76 
79 
76 
79 
76 
79 
76 
79 
76 
79 
76 
Mean 
19.41 
18.16 
16.38 
16.58 
45.53 
46.84 
18.82 
18.92 
14.93 
14.92 
18.22 
18.65 
48.38 
49.19 
18.46 
Std. 
Deviation 
3.461 
2.906 
2.658 
3.540 
5.005 
3.414 
3.253 
4.361 
1.628 
2.886 
2.731 
3.142 
4.964 
6.019 
4.045 
Std. Error 
Mean 
.397 
.327 
.305 
.398 
.574 
.384 
.373 
.491 
.187 
.325 
.313 
.354 
.569 
.677 
.464 
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Loyalty and 
Mutual trust 
Innovative and 
Development 
Aggressive and 
Winning 
Formal rules and 
Policies 
High trust 
Openness and 
Participation 
persist 
Create new 
challenges 
Competitive action 
and Achievement 
Permanence and 
Stability 
Development of 
Human Resources 
Innovator and 
Product leader 
Leadership is key 
Oriental 
Staff 
Oriental 
Mgmt 
Oriental 
Staff 
Oriental 
Mgmt 
Oriental 
Staff 
Oriental 
Mgmt 
Oriental 
Staff 
Oriental 
Mgmt 
Oriental 
Staff 
Oriental 
Mgmt 
Oriental 
Staff 
Oriental 
Mgmt 
Oriental 
Staff 
Oriental 
Mgmt 
Oriental 
Staff 
Oriental 
Mgmt 
Oriental 
Staff 
Oriental 
Mgmt 
Oriental 
Staff 
Oriental 
Mgmt 
Oriental 
Staff 
Oriental 
Mgmt 
Oriental 
Staff 
79 
76 
79 
76 
79 
76 
79 
76 
79 
76 
78 
76 
78 
76 
78 
76 
77 
76 
79 
76 
79 
76 
79 
17.24 
19.54 
19.30 
15.71 
15.63 
46.86 
46.33 
18.29 
18.23 
20.13 
20.32 
19.93 
19.81 
49.08 
49.17 
10.86 
10.97 
20.33 
20.13 
20.20 
19.87 
42.97 
49.24 
3.894 
4.334 
5.047 
2.677 
6.221 
5.525 
3.898 
4.439 
6.047 
1.996 
2.943 
2.516 
2.842 
3.338 
5.059 
3.305 
5.443 
4.854 
3.200 
4.996 
2.884 
6.951 
5.069 
.438 
.497 
.568 
.307 
.700 
.634 
.439 
.509 
.680 
.229 
.333 
.289 
.322 
.383 
.573 
.379 
.620 
.557 
.360 
.573 
.324 
.797 
.570 
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Basis of Efficiency 
Extended Family 
Dynamic and 
Entrepreneurial 
place 
Result oriented 
Controlled and 
Structured place 
Oriental 
Mgmt 
Oriental 
Staff 
Oriental 
Mgmt 
Oriental 
Staff 
Oriental 
Mgmt 
Oriental 
Staff 
Oriental 
Mgmt 
Oriental 
Staff 
Oriental 
Mgmt 
Oriental 
Staff 
76 
78 
76 
79 
76 
79 
76 
79 
76 
79 
16.50 
11.03 
18.67 
22.62 
23.93 
33.23 
38.16 
26.35 
19.24 
17.82 
3.975 
5.427 
.900 
4.058 
6.838 
7.921 
.674 
10.070 
1.335 
2.274 
.456 
.615 
.103 
.457 
.096 
.891 
.077 
1.133 
.153 
.256 
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Annexure XII 
Oriental Bank of Commerce 
Independent Samples Test 
Team 
work 
Consensus 
and 
Participati 
on 
Risk 
taking 
Innovation 
Freedom 
and 
Uniquenes 
s 
Hard 
driving 
Competiti 
veness 
High 
achieveme 
nt 
Security 
Conformit 
y 
Predictabil 
ity and 
stability 
Equal 
variances 
assumed 
Equal 
variances 
not assumed 
Equal 
variances 
assumed 
Equal 
variances 
not assumed 
Equal 
variances 
assumed 
Equal 
variances 
not assumed 
Equal 
variances 
assumed 
Equal 
variances 
not assumed 
Levene's Test 
for Equality of 
Variances 
F 
.288 
11.86 
6 
1.079 
21.06 
3 
Sig. 
.592 
.001 
.301 
.000 
t-test for Equality of Means 
t 
2.426 
2.417 
-.398 
-.400 
-1.909 
-1.895 
-.175 
-.176 
df 
153 
146.4 
64 
153 
144.5 
83 
153 
131.7 
66 
153 
144.1 
53 
Sig. 
(2-
taile 
d) 
.016 
.017 
.691 
.690 
.058 
.060 
.862 
.861 
Mean 
Differe 
nee 
1.243 
1.243 
-.201 
-.201 
-1.309 
-1.309 
-.108 
-.108 
Std. 
Error 
Differ 
ence 
.513 
.514 
.504 
.502 
.686 
.691 
.620 
.616 
95% Confidence 
Interval of the 
Difference 
Lower 
.231 
.227 
-1.197 
-1.192 
-2.664 
-2.676 
-1.333 
-1.327 
Upper 
2.256 
2.260 
.796 
.791 
.046 
.057 
1.116 
1.110 
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Mentoring 
Facilitatin 
gor 
nurturing 
Entreprene 
ur 
Innovating 
Risk 
talcing 
Aggressiv 
e Result 
oriented 
Organizin 
gor 
Smooth 
running 
Loyalty 
and 
Mutual 
trust 
Innovative 
and 
Developm 
ent 
Aggressiv 
e and 
Winning 
Formal 
rules and 
Policies 
High trust 
Openness 
and 
Participati 
on persist 
Equal 
variances 
assumed 
Equal 
variances 
not assumed 
Equal 
variances 
assumed 
Equal 
variances 
not assumed 
Equal 
variances 
assumed 
Equal 
variances 
not assumed 
Equal 
variances 
assumed 
Equal 
variances 
not assumed 
Equal 
variances 
assumed 
Equal 
variances 
not assumed 
Equal 
variances 
assumed 
Equal 
variances 
not assumed 
Equal 
variances 
assumed 
Equal 
variances 
not assumed 
Equal 
variances 
assumed 
Equal 
variances 
not assumed 
Equal 
variances 
assumed 
13.15 
3 
1.790 
5.580 
2.002 
4.737 
56.54 
2 
4.343 
12.22 
3 
2.488 
.000 
.183 
.001 
.159 
.031 
.000 
.039 
.001 
.117 
.027 
.027 
-.891 
-.893 
-.910 
-.914 
1.913 
1.912 
.311 
.312 
.100 
.102 
.687 
.683 
.072 
.073 
-.465 
153 
124.0 
09 
153 
151.4 
60 
153 
149.5 
38 
153 
152.0 
99 
153 
151.0 
87 
153 
106.8 
12 
153 
134.4 
04 
153 
143.1 
44 
152 
.979 
.978 
.374 
.373 
.364 
.362 
.058 
.058 
.756 
.755 
.920 
.919 
.493 
.496 
.943 
.942 
.643 
.010 
.010 
-.422 
-.422 
-.808 
-.808 
1.220 
1.220 
.236 
.236 
.078 
.078 
.526 
.526 
.062 
.062 
-.189 
.378 
.375 
.474 
.472 
.888 
.885 
.638 
.638 
.757 
.755 
.775 
.764 
.766 
.771 
.855 
.850 
.406 
-.737 
-.731 
-1.358 
-1.355 
-2.563 
-2.557 
-.040 
-.041 
-1.260 
-1.255 
-1.453 
-1.438 
-.987 
-.998 
-1.627 
-1.618 
-.992 
.758 
.751 
.514 
.511 
.946 
.940 
2.480 
2.481 
1.731 
1.727 
1.608 
1.593 
2.039 
2.050 
1.750 
1.741 
.614 
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Create 
new 
challenges 
Competiti 
ve action 
and 
Achievem 
ent 
Permanenc 
e and 
Stability 
Developm 
ent of 
Human 
Resources 
Innovator 
and 
Product 
leader 
Leadership 
is key 
Basis of 
efficiency 
Extended 
family 
Dynamic 
and 
Entreprene 
urial place 
Equal 
variances 
not assumed 
Equal 
variances 
assumed 
Equal 
variances 
not assumed 
Equal 
variances 
assumed 
Equal 
variances 
not assumed 
Equal 
variances 
assumed 
Equal 
variances 
not assumed 
Equal 
variances 
assumed 
Equal 
variances 
not assumed 
Equal 
variances 
assumed 
Equal 
variances 
not assumed 
Equal 
variances 
assumed 
Equal 
variances 
not assumed 
Equal 
variances 
assumed 
Equal 
variances 
not assumed 
Equal 
variances 
assumed 
Equal 
variances 
not assumed 
Equal 
variances 
assumed 
1.386 
13.02 
9 
27.67 
7 
7.895 
7.099 
1.434 
8.184 
805.7 
94 
1008. 
231 
.241 
.000 
.000 
.006 
.009 
.233 
.005 
.000 
.000 
-.467 
.292 
.293 
-.127 
-.127 
-.163 
-.163 
.308 
.305 
.497 
.492 
-6.431 
-6.392 
7.126 
7.154 
-8.289 
-8.436 
10.173 
135.7 
73 
152 
150.6 
26 
152 
133.7 
56 
151 
125.6 
24 
153 
129.1 
31 
153 
119.0 
30 
153 
136.9 
16 
152 
141.1 
88 
153 
85.94 
9 
153 
.641 
.771 
.770 
.899 
.899 
.871 
.871 
.759 
.761 
.620 
.624 
.000 
.000 
.000 
.000 
.000 
.000 
.000 
-.189 
.127 
.127 
-.088 
-.088 
-.119 
-.119 
.202 
.202 
.324 
.324 
-6.267 
-6.267 
5.474 
5.474 
-3.949 
-3.949 
-9.294 
.404 
.433 
.432 
.693 
.689 
.729 
.727 
.658 
.663 
.652 
.659 
.975 
.980 
.768 
.765 
.476 
.468 
.914 
-.988 
-.729 
-.728 
-1.456 
-1.450 
-1.560 
-1.558 
-1.097 
-1.109 
-.964 
-.980 
-8.192 
-8.205 
3.957 
3.962 
-4.890 
-4.880 
-11.099 
.611 
.982 
.981 
1.281 
1.275 
1.322 
1.320 
1.502 
1.514 
1.612 
1.628 
-4.342 
-4.328 
6.992 
6.987 
-3.008 
-3.019 
-7.489 
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Result 
oriented 
Controlled 
and 
Structured 
place 
Equal 
variances 
not assumed 
Equal 
variances 
assumed 
Equal 
variances 
not assumed 
Equal 
variances 
assumed 
Equal 
variances 
not assumed 
1179. 
979 
33.56 
4 
.000 
.000 
10.368 
10.195 
10.394 
4.697 
4.741 
79.81 
4 
153 
78.72 
7 
153 
126.9 
57 
.000 
.000 
.000 
.000 
.000 
-9.294 
11.803 
11.803 
1.414 
1.414 
.896 
1.158 
1.136 
.301 
.298 
-11.077 
9.516 
9.543 
.819 
.824 
-7.510 
14.091 
14.064 
2.009 
2.004 
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Annexure XIII 
Union Bank of India 
t- Test 
Group Statistics 
Team work 
Consensus and 
Participation 
Risk taking 
Innovation 
Freedom and 
Uniqueness 
Hard driving 
Competitiveness 
High achievement 
Security 
Conformity 
Predictability and 
Stability 
Mentoring 
Facilitating or 
Nurturing 
Entrepreneur 
Innovating Risk 
taking 
Aggressive result 
oriented 
Organizing or 
smooth running 
Loyalty and mutual 
trust 
Innovative and 
development 
Aggressive and 
Winning 
Formal rules and 
policies 
High trust 
Openness and 
Participation 
persist 
Create new 
Name of the bank 
Union Mgmt 
Union Staff 
Union Mgmt 
Union Staff 
Union Mgmt 
Union Staff 
Union Mgmt 
Union Staff 
Union Mgmt 
Union Staff 
Union Mgmt 
Union Staff 
Union Mgmt 
Union Staff 
Union Mgmt 
Union Staff 
Union Mgmt 
Union Staff 
Union Mgmt 
Union Staff 
Union Mgmt 
Union Staff 
Union Mgmt 
Union Staff 
Union Mgmt 
Union Staff 
Union Mgmt 
N 
48 
52 
48 
52 
48 
52 
48 
52 
48 
52 
48 
52 
48 
52 
48 
52 
48 
52 
48 
52 
48 
52 
48 
52 
48 
52 
48 
Mean 
17.92 
14.71 
17.19 
22.50 
15.73 
14.62 
49.17 
48.17 
19.33 
19.65 
45.85 
16.06 
18.58 
19.21 
16.23 
45.08 
22.50 
20.29 
16.46 
19.13 
21.88 
15.87 
39.17 
44.71 
11.56 
19.33 
53.13 
Std. 
Deviation 
2.696 
3.038 
2.900 
4.142 
3.717 
3.684 
3.151 
5.148 
2.272 
2.123 
2.278 
2.081 
2.142 
2.217 
3.263 
2.656 
3.995 
2.304 
3.989 
3.087 
8.850 
3.242 
8.400 
5.550 
4.395 
4.204 
5.421 
Std. 
Error 
Mean 
.389 
.421 
.419 
.574 
.537 
.511 
.455 
.714 
.328 
.294 
.329 
.289 
.309 
.307 
.471 
.368 
.577 
.319 
.576 
.428 
1.277 
.450 
1.212 
.770 
.634 
.583 
.782 
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challenges 
Competitive action 
and Achievement 
permanence and 
stability 
Development of 
Human Resources 
Innovator and 
Product leader 
Leadership is key 
Basis of efficiency 
Extended family 
Dynamic and 
Entrepreneurial 
place 
Result oriented 
Controlled and 
Structured place 
Union Staff 
Union Mgmt 
Union Staff 
Union Mgmt 
Union Staff 
Union Mgmt 
Union Staff 
Union Mgmt 
Union Staff 
Union Mgmt 
Union Staff 
Union Mgmt 
Union Staff 
Union Mgmt 
Union Staff 
Union Mgmt 
Union Staff 
Union Mgmt 
Union Staff 
Union Mgmt 
Union Staff 
52 
48 
52 
48 
52 
48 
52 
48 
52 
48 
52 
48 
52 
48 
52 
48 
52 
48 
52 
48 
52 
45.29 
15.63 
15.77 
19.69 
19.62 
19.48 
18.85 
44.90 
47.21 
16.15 
18.75 
19.27 
15.19 
19.19 
25.35 
24.79 
19.37 
37.08 
23.29 
18.94 
32.00 
6.295 
2.848 
3.884 
2.611 
3.261 
4.026 
6.387 
4.553 
6.960 
4.026 
3.412 
3.993 
3.700 
1.232 
2.970 
2.617 
3.401 
3.072 
1.273 
1.450 
2.765 
.873 
.411 
.539 
.377 
.452 
.581 
.886 
.657 
.965 
.581 
.473 
.576 
.513 
.178 
.412 
.378 
.472 
.443 
.177 
.209 
.383 
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Annexure XIV 
Union Bank of India 
Independent Samples Test 
Team work 
Consensus 
and 
Participation 
Risk taking 
Innovation 
Freedom and 
Uniqueness 
Hard driving 
Competitivene 
ss High 
Achievement 
Security 
Conformity 
Predictabihty 
and Stabihty 
Mentoring 
Facihtating or 
Nurturing 
Entrepreneur 
Innovating 
Risk taking 
Equal 
variances 
assumed 
Equal 
variances 
not 
assumed 
Equal 
variances 
assumed 
Equal 
variances 
not 
assumed 
Equal 
variances 
assumed 
Equal 
variances 
not 
assumed 
Equal 
variances 
assumed 
Equal 
variances 
not 
assumed 
Equal 
variances 
assumed 
Equal 
variances 
not 
assumed 
Equal 
variances 
assumed 
Equal 
variances 
not 
assumed 
Levene's Test for 
Equality of 
Variances 
F 
2 227 
7 390 
123 
13 864 
992 
512 
Sig 
139 
008 
726 
000 
322 
476 
t-test for Equality of Means 
t 
5 562 
5 589 
-7 372 
-7 474 
1 504 
1 503 
1 152 
1 174 
-729 
-727 
68 354 
68 105 
df 
98 
97 856 
98 
91539 
98 
97216 
98 
85 517 
98 
95 880 
98 
95 218 
Sig 
(2-
taile 
d) 
000 
000 
000 
000 
136 
136 
252 
244 
468 
469 
000 
000 
Mean 
Differe 
nee 
3 205 
3 205 
-5 313 
-5 313 
1 114 
1 114 
994 
994 
-321 
-321 
29 796 
29 796 
Std 
Error 
Diffe 
rence 
576 
574 
721 
711 
741 
741 
862 
846 
439 
441 
436 
438 
95% Confidence 
Interval of the 
Difference 
Lower 
2 062 
2 067 
-6 743 
-6 724 
-356 
-357 
-717 
-689 
-1 193 
-1 195 
28 931 
28 928 
Upper 
4 349 
4 343 
-3 882 
-3 901 
2 584 
2 584 
2 704 
2 676 
552 
554 
30 662 
30 665 
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Aggressive 
result oriented 
Organizing or 
Smooth 
running 
Loyalty and 
Mutual trust 
Innovative 
and 
Development 
Aggressive 
and Winning 
Formal rules 
and policies 
High trust 
Openness and 
Participation 
persist 
Create new 
challenges 
Competitive 
action and 
Achievement 
Equal 
variances 
assumed 
Equal 
variances 
not 
assumed 
Equal 
variances 
assumed 
Equal 
variances 
not 
assumed 
Equal 
variances 
assumed 
Equal 
variances 
not 
assumed 
Equal 
variances 
assumed 
Equal 
variances 
not 
assumed 
Equal 
variances 
assumed 
Equal 
variances 
not 
assumed 
Equal 
variances 
assumed 
Equal 
variances 
not 
assumed 
Equal 
variances 
assumed 
Equal 
variances 
not 
assumed 
Equal 
variances 
assumed 
Equal 
variances 
not 
assumed 
Equal 
variances 
assumed 
Equal 
variances 
not 
assumed 
790 
5 351 
31 118 
4512 
7 463 
3 742 
518 
624 
1 076 
376 
023 
000 
036 
007 
056 
473 
431 
302 
-1 439 
-1 441 
-48 647 
-48 249 
3 424 
3 355 
-3 768 
-3 730 
4 577 
4 438 
-3 923 
-3 861 
-9 028 
-9 012 
6 645 
6 685 
-210 
-213 
98 
97 788 
98 
90 770 
98 
73 872 
98 
88 426 
98 
58 538 
98 
80 462 
98 
96 490 
98 
97 547 
98 
93 354 
153 
153 
000 
000 
001 
001 
000 
000 
000 
000 
000 
000 
000 
000 
000 
000 
834 
832 
-628 
-628 
28 848 
28 848 
2212 
2212 
-2 676 
-2 676 
6010 
6 010 
-5 545 
-5 545 
-7 764 
-7 764 
7 837 
7 837 
-144 
- 144 
437 
436 
593 
598 
646 
659 
710 
717 
1 313 
1 354 
1 414 
1 436 
860 
862 
1 179 
1 172 
686 
678 
-1 495 
-1 494 
-30 025 
-30 035 
930 
898 
-4 086 
-4 102 
3 404 
3 299 
-8 350 
-8 403 
-9 471 
-9 475 
5 496 
5 510 
-1 505 
-1490 
238 
237 
-27 671 
-27 660 
3 493 
3 525 
-1 267 
-1 251 
8615 
8 720 
-2 740 
-2 687 
-6 058 
-6 054 
10 177 
10 163 
1 217 
1 201 
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Permanence 
and Stability 
Development 
of Human 
Resources 
Innovator and 
Product leader 
Leadership is 
key 
Basis of 
efficiency 
Extended 
family 
Dynamic and 
Entrepreneuria 
1 place 
Result 
oriented 
Controlled 
and Structured 
place 
Equal 
variances 
assumed 
Equal 
variances 
not 
assumed 
Equal 
variances 
assumed 
Equal 
variances 
not 
assumed 
Equal 
variances 
assumed 
Equal 
variances 
not 
assumed 
Equal 
variances 
assumed 
Equal 
variances 
not 
assumed 
Equal 
variances 
assumed 
Equal 
variances 
not 
assumed 
Equal 
variances 
assumed 
Equal 
variances 
not 
assumed 
Equal 
variances 
assumed 
Equal 
variances 
not 
assumed 
Equal 
variances 
assumed 
Equal 
variances 
not 
assumed 
Equal 
variances 
assumed 
Equal 
variances 
not 
assumed 
1443 
12 090 
12 686 
571 
1 975 
28 503 
15 842 
2 775 
42 366 
233 
001 
058 
452 
163 
000 
000 
099 
000 
121 
123 
587 
598 
-1 951 
-1 983 
-3 498 
-3 475 
5 302 
5 285 
-13 343 
-13 730 
8 887 
8 979 
29 739 
28 901 
-29 221 
-29 900 
98 
96 124 
98 
86 888 
98 
88 591 
98 
92 503 
98 
95 648 
98 
69 175 
98 
94 995 
98 
61654 
98 
78 361 
904 
903 
558 
552 
054 
050 
001 
001 
000 
000 
000 
000 
000 
000 
000 
000 
000 
000 
072 
072 
633 
633 
-2 316 
-2 316 
-2 604 
-2 604 
4 079 
4 079 
-6 159 
-6 159 
5 426 
5 426 
13 795 
13 795 
13 063 
13 063 
594 
589 
1 078 
1 059 
1 187 
1 168 
744 
749 
769 
772 
462 
449 
611 
604 
464 
477 
447 
437 
-1 106 
-1 096 
-1 506 
-1473 
-4 671 
-4 636 
-4 082 
-4 092 
2 552 
2 547 
-7 075 
-7 053 
4215 
4 227 
12 874 
12 841 
-13 950 
-13 932 
1 251 
1 240 
2 772 
2 739 
039 
005 
-1 127 
-1 116 
5 605 
5 610 
-5 243 
-5 264 
6 638 
6 626 
14715 
14 749 
-12 175 
-12 193 
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Annexure XV 
Punjab National Bank 
t-Test 
Group Statistics 
Team work 
Consensus and 
participation 
Risk taking 
Innovation 
Freedom and 
Uniqueness 
Hard driving 
Competitiveness 
High achievement 
Security 
Conformity 
Predictability and 
stability 
Mentoring 
Facilitating or 
Nurturing 
Entrepreneur 
Innovating Risk 
taking 
Aggressive Result 
oriented 
Organizing or 
Smooth running 
Loyalty and 
Mutual trust 
Name of the 
bank 
PNB mgmt 
PNB staff 
PNB mgmt 
PNB staff 
PNB mgmt 
PNB staff 
PNB mgmt 
PNB staff 
PNB mgmt 
PNB staff 
PNB mgmt 
PNB staff 
PNB mgmt 
PNB staff 
PNB mgmt 
PNB staff 
PNB mgmt 
PNB staff 
N 
72 
83 
72 
83 
72 
83 
72 
83 
72 
83 
72 
83 
72 
83 
72 
83 
72 
83 
Mean 
47.08 
42.89 
15.42 
17.71 
16.67 
17.41 
20.83 
21.99 
46.54 
15.34 
16.69 
19.84 
20.56 
15.35 
16.21 
49.47 
45.28 
48.67 
Std. 
Deviation 
3.223 
4.758 
4.421 
2.625 
6.280 
2.959 
3.658 
4.616 
2.706 
3.542 
2.186 
3.677 
4.993 
3.549 
2.461 
3.753 
2.203 
2.220 
Std. 
Error 
Mean 
.380 
.522 
.521 
.288 
.740 
.325 
.431 
.507 
.319 
.389 
.258 
.404 
.588 
.390 
.290 
.412 
.260 
.244 
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Innovative and 
Development 
Aggressive and 
Winning 
Formal rules and 
Policies 
High trust 
Openness and 
Participation 
persist 
Create new 
challenges 
Competitive action 
and Achievement 
Permanence and 
Stability 
Development of 
Human Resources 
Innovator and 
Product leader 
Leadership is key 
Basis of efficiency 
Extended family 
Dynamic and 
Entrepreneurial 
place 
Result oriented 
Controlled and 
Structured place 
PNB mgmt 
PNB staff 
PNB mgmt 
PNB staff 
PNB mgmt 
PNB staff 
PNB mgmt 
PNB staff 
PNB mgmt 
PNB staff 
PNB mgmt 
PNB staff 
PNB mgmt 
PNB staff 
PNB mgmt 
PNB staff 
PNB mgmt 
PNB staff 
PNB mgmt 
PNB staff 
PNB mgmt 
PNB staff 
PNB mgmt 
PNB staff 
PNB mgmt 
PNB staff 
PNB mgmt 
PNB staff 
PNB mgmt 
PNB staff 
72 
83 
72 
83 
72 
83 
72 
83 
72 
83 
72 
83 
72 
83 
72 
83 
72 
83 
72 
83 
72 
83 
72 
83 
72 
83 
72 
83 
72 
83 
23.75 
21.33 
15.07 
13.67 
15.90 
16.33 
52.15 
45.48 
12.01 
19.94 
15.56 
18.98 
20.28 
15.60 
47.50 
40.42 
20.00 
22.71 
12.08 
19.76 
20.42 
17.11 
29.21 
26.08 
28.40 
20.54 
23.91 
21.48 
18.48 
31.90 
3.112 
2.220 
1.025 
2.220 
1.937 
2.220 
7.545 
4.321 
5.011 
4.241 
2.594 
4.331 
3.549 
4.161 
4.965 
4.220 
3.140 
5.018 
4.175 
4.270 
2.877 
5.245 
.691 
1.073 
.799 
.520 
.801 
.500 
.977 
.879 
.367 
.244 
.121 
.244 
.228 
.244 
.889 
.474 
.591 
.465 
.306 
.475 
.418 
.457 
.585 
.463 
.370 
.551 
.492 
.469 
.339 
.576 
.081 
.118 
.094 
.057 
.094 
.055 
.115 
.097 
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Annexure XVI 
Punjab National Bank 
Independent Samples Test 
Team work 
Consensus 
and 
Participation 
Risk taking 
Innovation 
Freedom and 
Uniqueness 
Hard driving 
competitivene 
ssHigh 
achievement 
Security 
Conformity 
Predictability 
and stability 
Mentoring 
Facilitating or 
Nurturing 
Entrepreneur 
Innovating 
Risk taking 
Aggressive 
Result 
oriented 
Equal 
variances 
assumed 
Equal 
variances not 
assumed 
Equal 
variances 
assumed 
Equal 
variances not 
assumed 
Equal 
variances 
assumed 
Equal 
variances not 
assumed 
Equal 
variances 
assumed 
Equal 
variances not 
assumed 
Equal 
variances 
assumed 
Equal 
variances not 
assumed 
Equal 
variances 
assumed 
Equal 
variances not 
assumed 
Equal 
variances 
assumed 
Equal 
variances not 
assumed 
Levene's Test 
for Equality of 
Vanances 
F 
9 517 
19 149 
29 646 
11 145 
839 
10 146 
14 487 
Sig 
002 
000 
000 
001 
361 
002 
000 
t-test for Equality of Means 
t 
6 322 
6 491 
-3 988 
-3 853 
-962 
-919 
-1708 
-1 736 
60 905 
62 059 
-6 355 
-6 576 
7 553 
7 378 
df 
153 
144 880 
153 
112 005 
153 
97 844 
153 
151 813 
153 
150 686 
153 
136 290 
153 
125 936 
s>g 
(2-
taile 
d) 
000 
000 
000 
000 
338 
360 
090 
085 
000 
000 
000 
000 
000 
000 
Mean 
Differe 
nee 
4 192 
4 192 
-2 294 
-2 294 
-743 
-743 
-1 155 
-1 155 
31 204 
31204 
-3 149 
-3 149 
5 206 
5 206 
Std 
Error 
Diffe 
rence 
663 
646 
575 
595 
772 
808 
676 
665 
512 
503 
495 
479 
689 
706 
95% Confidence 
Interval of the 
Difference 
Lower 
2 882 
2915 
-3 431 
-3 474 
-2 269 
-2 347 
-2 490 
-2 469 
30 192 
30211 
-4 128 
-4 096 
3 844 
3 810 
Upper 
5 502 
5 468 
-1 158 
-1 115 
783 
861 
181 
160 
32 216 
32 198 
-2 170 
-2 202 
6 568 
6 603 
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Organizing or 
Smooth 
running 
Loyalty and 
Mutual trust 
Innovative 
and 
Development 
Aggressive 
and Winning 
Formal rules 
and Policies 
High trust 
Openness and 
Participation 
persist 
Create new 
challenges 
Competitive 
action and 
Achievement 
Permanence 
and Stability 
Development 
of Human 
Resources 
Innovator and 
Product leader 
Equal 
variances 
assumed 
Equal 
variances not 
assumed 
Equal 
variances 
assumed 
Equal 
variances not 
assumed 
Equal 
variances 
assumed 
Equal 
variances not 
assumed 
Equal 
variances 
assumed 
Equal 
variances not 
assumed 
Equal 
variances 
assumed 
Equal 
variances not 
assumed 
Equal 
variances 
assumed 
Equal 
variances not 
assumed 
Equal 
variances 
assumed 
Equal 
variances not 
assumed 
Equal 
variances 
assumed 
Equal 
variances not 
assumed 
Equal 
variances 
assumed 
Equal 
variances not 
assumed 
Equal 
variances 
assumed 
Equal 
variances not 
assumed 
Equal 
variances 
assumed 
13211 
10 423 
376 
104 309 
6 540 
12431 
6 607 
6 056 
620 
9 903 
23 157 
000 
002 
541 
000 
012 
001 
Oil 
015 
432 
002 
000 
-64 176 
-66 030 
-9 535 
-9 541 
5 636 
5 507 
4 895 
5 127 
-1 253 
-1 265 
6 864 
6 620 
-10 665 
-10 540 
-5 851 
-6 052 
7 464 
7 549 
9 595 
9 485 
-3 959 
153 
142 890 
153 
150 251 
153 
126 239 
153 
118 975 
153 
152 994 
153 
109 473 
153 
139 875 
153 
136 826 
153 
152 961 
153 
140 202 
153 
000 
000 
000 
000 
000 
000 
000 
000 
212 
208 
000 
000 
000 
000 
000 
000 
000 
000 
000 
000 
000 
-33 262 
-33 262 
-3 397 
-3 397 
2 425 
2 425 
1 395 
1 395 
-423 
-423 
6 671 
6 671 
-7 926 
-7 926 
-3 420 
-3 420 
4 675 
4 675 
7 078 
7 078 
-2 711 
518 
504 
356 
356 
430 
440 
285 
272 
337 
334 
972 
1 008 
743 
752 
585 
565 
626 
619 
738 
746 
685 
-34 285 
-34 257 
-4 101 
-4 100 
1 575 
1 553 
832 
856 
-1089 
-1 082 
4 751 
4 674 
-9 394 
-9 413 
-4 575 
-4 538 
3 438 
3 452 
5 621 
5 603 
-4 063 
-32 238 
-32 266 
-2 693 
-2 693 
3 275 
3 296 
1 958 
1 933 
244 
237 
8 591 
8 668 
-6 458 
-6 439 
-2 265 
-2 303 
5 913 
5 899 
8 536 
8 554 
-1 358 
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Leadership is 
key 
Basis of 
efficiency 
Extended 
family 
Dynamic and 
entrepreneuria 
1 place 
Result 
oriented 
Controlled 
and Structured 
place 
Equal 
variances not 
assumed 
Equal 
variances 
assumed 
Equal 
variances not 
assumed 
Equal 
variances 
assumed 
Equal 
variances not 
assumed 
Equal 
variances 
assumed 
Equal 
variances not 
assumed 
Equal 
variances 
assumed 
Equal 
variances not 
assumed 
Equal 
variances 
assumed 
Equal 
variances not 
assumed 
Equal 
variances 
assumed 
Equal 
variances not 
assumed 
5 645 
17 406 
14 548 
5 952 
12 385 
8 865 
019 
000 
000 
016 
001 
003 
-4 085 
-11 277 
-11 296 
4 765 
4 951 
21 184 
21820 
73 527 
71427 
23 005 
22 294 
-90 018 
-89 346 
139 824 
153 
150 803 
153 
130 588 
153 
141 708 
153 
118 805 
153 
115 647 
153 
144 195 
000 
000 
000 
000 
000 
000 
000 
000 
000 
000 
000 
000 
000 
-2 711 
-7 676 
-7 676 
3 308 
3 308 
3 124 
3 124 
7 863 
7 863 
2 434 
2 434 
-13 421 
-13 421 
664 
681 
680 
694 
668 
147 
143 
107 
110 
106 
109 
149 
150 
-4 023 
-9 020 
-9 018 
1 937 
1 986 
2 833 
2 841 
7 651 
7 645 
2 225 
2218 
-13715 
-13718 
-1 399 
-6 331 
-6 333 
4 680 
4 630 
3 415 
3 407 
8 074 
8 081 
2 643 
2 650 
-13 126 
-13 124 
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Annexure XVII 
United Bank of India 
t-Test 
Group Statistics 
Team work 
Consensus and 
participation 
Risk taking 
Innovation 
freedom and 
Uniqueness 
Hard driving 
Competitiveness 
high Achievement 
Security 
Conformity 
Predictability and 
Stability 
Mentoring 
Facilitating or 
Nurturing 
Entrepreneur 
Innovating risk 
taking 
Aggressive result 
oriented 
Organizing or 
smooth running 
Loyalty and mutual 
trust 
Innovative and 
Development 
Aggressive and 
Winning 
Formal rules and 
Policies 
High trust 
Openness and 
Participation 
persist 
Create new 
Name of the bank 
United Mgmt 
United Staff 
United Mgmt 
United Staff 
United Mgmt 
United Staff 
United Mgmt 
United Staff 
United Mgmt 
United Staff 
United Mgmt 
United Staff 
United Mgmt 
United Staff 
United Mgmt 
United Staff 
United Mgmt 
United Staff 
United Mgmt 
United Staff 
United Mgmt 
United Staff 
United Mgmt 
United Staff 
United Mgmt 
United Staff 
United Mgmt 
N 
43 
51 
43 
51 
43 
51 
43 
51 
43 
51 
43 
51 
43 
51 
43 
51 
43 
51 
43 
51 
43 
51 
43 
51 
43 
51 
43 
Mean 
20.70 
17.16 
40.70 
15.57 
15.12 
20.41 
23.49 
46.86 
14.95 
11.12 
50.09 
20.41 
15.70 
18.80 
19.26 
49.67 
19.19 
23.14 
38.49 
41.57 
18.95 
16.67 
23.37 
18.63 
17.56 
19.51 
46.86 
Std. 
Deviation 
2.386 
4.751 
2.386 
2.147 
1.418 
2.670 
4.079 
4.219 
1.825 
1.894 
2.793 
1.746 
2.550 
2.375 
1.965 
3.296 
3.438 
4.354 
6.685 
4.415 
2.794 
3.559 
5.201 
4.368 
3.990 
3.202 
4.086 
Std. 
Error 
Mean 
.364 
.665 
.364 
.301 
.216 
.374 
.622 
.591 
.278 
.265 
.426 
.244 
.389 
.333 
.300 
.462 
.524 
.610 
1.019 
.618 
.426 
.498 
.793 
.612 
.608 
.448 
.623 
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challenges 
Competitive action 
and Achievement 
Permanence and 
Stability 
Development of 
Human Resources 
Innovator and 
Product leader 
Leadership is key 
Basis of efficiency 
Extended family 
Dynamic and 
Entrepreneurial 
place 
Result oriented 
Controlled and 
structured place 
United Staff 
United Mgmt 
United Staff 
United Mgmt 
United Staff 
United Mgmt 
United Staff 
United Mgmt 
United Staff 
United Mgmt 
United Staff 
United Mgmt 
United Staff 
United Mgmt 
United Staff 
United Mgmt 
United Staff 
United Mgmt 
United Staff 
United Mgmt 
United Staff 
51 
43 
51 
43 
51 
43 
51 
43 
51 
43 
51 
43 
51 
43 
51 
43 
51 
43 
51 
43 
51 
16.67 
16.05 
19.90 
19.53 
43.92 
24.93 
19.41 
46.28 
17.06 
15.02 
20.00 
13.77 
43.53 
42.3 
23.65 
13.77 
14.58 
12.44 
13.74 
12.45 
48.04 
4.655 
3.192 
3.239 
7.222 
4.828 
3.143 
3.263 
4.404 
5.308 
4.166 
3.317 
3.829 
5.504 
5.503 
3.825 
3.789 
3.623 
5.504. 
4.051 
5.403 
5.688 
.652 
.487 
.454 
1.101 
.676 
.479 
.451 
.672 
.743 
.635 
.464 
.584 
.771 
.775 
.536 
.665 
.507 
.403 
.567 
.453 
.797 
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ANNEXURE XVIII 
United Bank of India 
Independent Samples Test 
Team 
work 
Consensus 
and 
Participati 
on 
Risk 
taking 
Innovation 
Freedom 
and 
Uniquenes 
s 
Hard 
driving 
Competiti 
veness 
High 
achieveme 
nt 
Security 
Conformit 
y 
Predictabil 
ity and 
Stability 
Mentoring 
Facilitatin 
gor 
Nurturing 
Equal 
variances 
assumed 
Equal 
variances not 
assumed 
Equal 
variances 
assumed 
Equal 
variances not 
assumed 
Equal 
variances 
assumed 
Equal 
variances not 
assumed 
Equal 
variances 
assumed 
Equal 
variances not 
assumed 
Equal 
variances 
assumed 
Equal 
variances not 
assumed 
Levene's Test 
for Equality of 
Variances 
F 
26 204 
257 
11490 
899 
5 406 
Sig 
000 
613 
001 
346 
022 
t-test for Equality of Means 
t 
4 435 
4 669 
53 724 
53 241 
-11686 
-12 262 
-27 168 
-27 247 
9 947 
9 978 
df 
92 
76 258 
92 
85 468 
92 
78 577 
92 
90 258 
92 
90 332 
s>g 
(2-
tailed) 
000 
000 
000 
000 
000 
000 
000 
000 
000 
000 
Mean 
Differe 
nee 
3 541 
3 541 
25 129 
25 129 
-5 295 
-5 295 
-23 374 
-23 374 
3 836 
3 836 
Std 
Error 
Differ 
ence 
798 
758 
468 
472 
453 
432 
860 
858 
386 
384 
95% Confidence 
Interval of the 
Difference 
Lower 
1 955 
2 031 
24 200 
24 191 
-6 196 
-6 155 
-25 083 
-25 079 
3 070 
3 072 
Upper 
5 126 
5 051 
26 058 
26 067 
-4 395 
-4 436 
-21 666 
-21 670 
4 602 
4 600 
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Entreprene 
ur 
Innovating 
Risk 
taking 
Aggressiv 
e Result 
oriented 
Organizin 
gor 
smooth 
running 
Loyalty 
and 
Mutual 
trust 
Innovative 
and 
Developm 
ent 
Aggressiv 
e and 
Winning 
Formal 
rules and 
Policies 
High trust 
Openness 
and 
Participati 
on persist 
Create 
new 
challenges 
Competiti 
ve action 
and 
Achievem 
ent 
Equal 
variances 
assumed 
Equal 
variances not 
assumed 
Equal 
variances 
assumed 
Equal 
variances not 
assumed 
Equal 
variances 
assumed 
Equal 
variances not 
assumed 
Equal 
variances 
assumed 
Equal 
variances not 
assumed 
Equal 
variances 
assumed 
Equal 
variances not 
assumed 
Equal 
variances 
assumed 
Equal 
variances not 
assumed 
Equal 
variances 
assumed 
Equal 
variances not 
assumed 
Equal 
variances 
assumed 
Equal 
variances not 
assumed 
Equal 
variances 
assumed 
Equal 
variances not 
assumed 
Equal 
variances 
assumed 
2 075 
092 
752 
2 188 
6 797 
3 378 
360 
3 630 
915 
894 
153 
763 
388 
142 
Oil 
069 
550 
060 
341 
347 
62 765 
60 441 
-6 108 
-6 071 
-53 042 
-55 258 
-4 816 
-4 913 
-2 673 
-2 584 
3417 
3 488 
4 808 
4 737 
-2 631 
-2 582 
33 114 
33 485 
-5 788 
92 
68 023 
92 
86 873 
92 
83 394 
92 
91636 
92 
70 556 
92 
91 568 
92 
82 345 
92 
80 152 
92 
91 837 
92 
000 
000 
000 
000 
000 
000 
000 
000 
009 
012 
001 
001 
000 
000 
010 
012 
000 
000 
000 
29 681 
29 681 
-3 106 
-3 106 
-30 411 
-30 411 
-3 951 
-3 951 
-3 080 
-3 080 
2 287 
2 287 
4 745 
4 745 
-1 952 
-1 952 
30 194 
30 194 
-3 855 
473 
491 
509 
512 
573 
550 
820 
804 
1 153 
1 192 
669 
656 
987 
1 002 
742 
756 
912 
902 
666 
28 742 
28 701 
-4 116 
-4 123 
-31550 
-31505 
-5 581 
-5 548 
-5 369 
-5 458 
958 
984 
2 785 
2 752 
-3 425 
-3 456 
28 383 
28 403 
-5 178 
30 620 
30 661 
-2 096 
-2 089 
-29 272 
-29 316 
-2 322 
-2 354 
-791 
-703 
3616 
3 589 
6 704 
6 737 
-478 
-448 
32 005 
31985 
-2 532 
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Permanenc 
e and 
Stability 
Developm 
ent of 
Human 
Resources 
Innovator 
and 
Product 
leader 
Leadership 
IS key 
Basis of 
efficiency 
Equal 
variances not 
assumed 
Equal 
variances 
assumed 
Equal 
variances not 
assumed 
Equal 
variances 
assumed 
Equal 
variances not 
assumed 
Equal 
variances 
assumed 
Equal 
variances not 
assumed 
Equal 
variances 
assumed 
Equal 
variances not 
assumed 
Equal 
variances 
assumed 
Equal 
variances not 
assumed 
34518 
657 
835 
4 179 
1428 
000 
420 
363 
049 
235 
-5 795 
-19 501 
-18 870 
8 307 
8 334 
28 709 
29 168 
-6 447 
-6 324 
-29 873 
-30 781 
89 755 
92 
71 135 
92 
90 350 
92 
91982 
92 
79 750 
92 
88 973 
000 
000 
000 
000 
000 
000 
000 
000 
000 
000 
000 
-3 855 
-24 387 
-24 387 
5518 
5518 
29 220 
29 220 
-4 977 
-4 977 
-29 762 
-29 762 
665 
1 251 
1 292 
664 
662 
1 018 
1 002 
772 
787 
996 
967 
-5 177 
-26 870 
-26 963 
4 199 
4 203 
27 199 
27 231 
-6 510 
-6 543 
-31 741 
-31 683 
-2 534 
-21 903 
-21 810 
6 838 
6 834 
31 242 
31210 
-3 444 
-3 411 
-27 783 
-27 841 
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UCO Bank 
t-Test 
Group Statistics 
Team work 
Consensus and 
Participation 
Risk taking 
Innovation 
Freedom and 
Uniqueness 
Hard driving 
competitiveness 
High achievement 
Security 
Conformity 
Predictability and 
Stability 
Mentoring 
Facilitating or 
Nurturing 
Entrepreneur 
Innovating risk 
taking 
Aggressive result 
oriented 
Organizing or 
Smooth running 
Loyalty and 
Mutual trust 
Innovative and 
Development 
Aggressive and 
winning 
Formal rules and 
policies 
High trust 
Openness and 
Participation 
persist 
Create new 
challenges 
Competitive action 
Name of the bank 
UCO mgmt 
UCO staff 
UCO mgmt 
UCO staff 
UCO mgmt 
UCO staff 
UCO mgmt 
UCO staff 
UCO mgmt 
UCO staff 
UCO mgmt 
UCO staff 
UCO mgmt 
UCO staff 
UCO mgmt 
UCO staff 
UCO mgmt 
UCO staff 
UCO mgmt 
UCO staff 
UCO mgmt 
UCO staff 
UCO mgmt 
UCO staff 
UCO mgmt 
UCO staff 
UCO mgmt 
UCO staff 
UCO mgmt 
N 
46 
50 
46 
50 
46 
50 
46 
50 
46 
50 
46 
50 
46 
50 
46 
50 
46 
50 
46 
50 
46 
50 
46 
50 
46 
50 
46 
50 
46 
Mean 
15.11 
23.20 
19.89 
37.90 
19.02 
19.40 
45.98 
19.50 
47.76 
14.98 
22.30 
21.82 
13.93 
18.10 
16.00 
45.10 
40.87 
42.60 
19.78 
21.30 
16.20 
17.60 
23.15 
18.50 
38.04 
15.20 
18.93 
19.30 
19.33 
Std. 
Deviation 
1.663 
3.881 
1.663 
5.448 
2.712 
2.603 
2.712 
2.082 
3.387 
1.660 
3.352 
6.983 
3.654 
4.833 
3.742 
5.846 
3.697 
4.764 
3.155 
4.824 
3.525 
3.534 
4.392 
3.388 
7.030 
3.907 
3.460 
4.404 
3.590 
Std. 
Error 
Mean 
.245 
.549 
.245 
.771 
.400 
.368 
.400 
.295 
.499 
.235 
.494 
.988 
.539 
.683 
.552 
.827 
.545 
.674 
.465 
.682 
.520 
.500 
.648 
.479 
1.037 
.553 
.510 
.623 
.529 
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and Achievement 
Permanence and 
Stability 
Development of 
Human Resources 
Innovator and 
Product leader 
Leadership is key 
Basis of efficiency 
Extended family 
Dynamic and 
Entrepreneurial 
place 
Result oriented 
Controlled and 
Structured place 
UCO staff 
UCO mgmt 
UCO staff 
UCO mgmt 
UCO staff 
UCO mgmt 
UCO staff 
UCO mgmt 
UCO staff 
UCO mgmt 
UCO staff 
UCO mgmt 
UCO staff 
UCO mgmt 
UCO staff 
UCO mgmt 
UCO staff 
UCO mgmt 
UCO staff 
50 
46 
50 
46 
50 
46 
50 
46 
50 
46 
50 
46 
50 
46 
50 
46 
50 
46 
50 
19.70 
23.70 
45.80 
37.39 
18.50 
17.07 
18.70 
19.35 
19.00 
26.20 
43.80 
41.78 
19.40 
16.89 
16.88 
16.07 
18.36 
25.37 
45.36 
2.929 
6.314 
5.566 
5.026 
4.765 
4.419 
3.615 
3.093 
2.474 
7.007 
3.283 
5.064 
3.812 
3.472 
2.753 
4.424 
3.784 
3.940 
7.139 
.414 
.931 
.787 
.741 
.674 
.652 
.511 
.456 
.350 
1.033 
.464 
.747 
.539 
.512 
.389 
.652 
.535 
.581 
1.010 
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Annexure XX 
UCO Bank 
Independent Samples Test 
Team work 
Consensus 
and 
Participatio 
n 
Risk taking 
Innovation 
Freedom 
and 
Uniqueness 
Hard 
driving 
competitive 
ness High 
Achieveme 
nt 
Security 
conformity 
Predictabilit 
y and 
Stability 
Mentoring 
Facilitating 
or 
Nurturing 
Equal 
variance 
s 
assumed 
Equal 
variance 
s not 
assumed 
Equal 
variance 
s 
assumed 
Equal 
variance 
s not 
assumed 
Equal 
variance 
s 
assumed 
Equal 
variance 
s not 
assumed 
Equal 
variance 
s 
assumed 
Equal 
variance 
s not 
assumed 
Equal 
variance 
s 
assumed 
Equal 
variance 
s not 
assumed 
Levene's Test 
for Equality of 
Variances 
F 
28 815 
45 255 
2 621 
8 003 
44 024 
Sig 
000 
109 
109 
006 
058 
t-test for Equality of Means 
t 
-13 075 
-13 460 
-21507 
-22 272 
-697 
-696 
53 900 
53317 
60 954 
59 401 
df 
94 
67 581 
94 
58 771 
94 
92 549 
94 
84 286 
94 
64 196 
Sig 
(2-
tailed) 
000 
000 
000 
000 
487 
488 
000 
000 
000 
000 
Mean 
Differen 
ce 
-8 091 
-8 091 
-18 009 
-18 009 
-378 
-378 
26 478 
26 478 
32 781 
32 781 
Std 
Error 
Differe 
nee 
619 
601 
837 
809 
543 
544 
491 
497 
538 
552 
95% Confidence 
Interval of the 
Difference 
Lower 
-9 320 
-9 291 
19 671 
19 627 
-1 456 
-I 458 
25 503 
25 491 
31 713 
31678 
Upper 
-6 863 
-6 892 
-16 346 
-16 391 
699 
701 
27 454 
27 466 
33 849 
33 883 
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Entrepreneu 
r Innovating 
Risk taking 
Aggressive 
result 
oriented 
Organizing 
or smooth 
running 
Loyalty and 
mutual trust 
Innovative 
and 
Developme 
nt 
Aggressive 
and 
Winning 
Formal 
rules and 
Policies 
High trust 
Openness 
and 
Participatio 
n persist 
Equal 
variance 
s 
assumed 
Equal 
variance 
s not 
assumed 
Equal 
variance 
s 
assumed 
Equal 
variance 
snot 
assumed 
Equal 
variance 
s 
assumed 
Equal 
variance 
s not 
assumed 
Equal 
variance 
s 
assumed 
Equal 
variance 
s not 
assumed 
Equal 
variance 
s 
assumed 
Equal 
variance 
s not 
assumed 
Equal 
variance 
s 
assumed 
Equal 
variance 
s not 
assumed 
Equal 
variance 
s 
assumed 
Equal 
variance 
s not 
assumed 
Equal 
variance 
s 
assumed 
Equal 
variance 
s not 
assumed 
69 170 
8 921 
3 675 
11526 
15 062 
2 963 
050 
16 224 
006 
004 
058 
001 
088 
088 
823 
088 
427 
439 
-4 731 
-4 786 
-28 767 
-29 279 
-1976 
-1997 
-1 807 
-1838 
-1947 
-1948 
5 837 
5 775 
19 885 
19 448 
94 
71 724 
94 
90 685 
94 
84 180 
94 
91474 
94 
85 HI 
94 
93 375 
94 
84 505 
94 
69 086 
670 
662 
000 
000 
000 
000 
051 
049 
074 
070 
054 
054 
000 
000 
000 
000 
484 
484 
-4 165 
-4 165 
-29 100 
-29 100 
-1 730 
-1 730 
-1 517 
-1 517 
-1 404 
-1 404 
4 652 
4 652 
22 843 
22 843 
1 134 
1 104 
880 
870 
1 012 
994 
876 
867 
840 
826 
721 
721 
797 
806 
1 149 
1 175 
-1767 
-1 717 
-5 913 
-5 894 
31 108 
31076 
-3 469 
-3 452 
-3 185 
-3 159 
-2 836 
-2 836 
3 070 
3 050 
20 563 
20 500 
2 736 
2 686 
-2 417 
-2 436 
-27 092 
-27 124 
008 
-009 
150 
124 
028 
028 
6 235 
6 254 
25 124 
25 187 
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Create new 
challenges 
Competitive 
action and 
Achieveme 
nt 
Permanence 
and 
Stability 
Developme 
ntof 
Human 
Resources 
Innovator 
and Product 
leader 
Leadership 
IS key 
Basis of 
efficiency 
Extended 
family 
Equal 
variance 
s 
assumed 
Equal 
variance 
snot 
assumed 
Equal 
variance 
s 
assumed 
Equal 
variance 
s not 
assumed 
Equal 
variance 
s 
assumed 
Equal 
variance 
s not 
assumed 
Equal 
variance 
s 
assumed 
Equal 
variance 
s not 
assumed 
Equal 
variance 
s 
assumed 
Equal 
variance 
s not 
assumed 
Equal 
variance 
s 
assumed 
Equal 
variance 
s not 
assumed 
Equal 
variance 
s 
assumed 
Equal 
variance 
s not 
assumed 
Equal 
variance 
s 
assumed 
Equal 
variance 
s not 
assumed 
000 
1445 
1 399 
066 
2 273 
004 
20 682 
7 799 
987 
232 
240 
798 
135 
947 
000 
006 
-449 
-454 
-561 
-556 
-18 228 
-18 132 
18 902 
18 860 
-1990 
-1974 
611 
605 
-15 968 
-15 543 
24 590 
24 306 
94 
91 808 
94 
87 022 
94 
90 069 
94 
92 255 
94 
87 139 
94 
86 163 
94 
62 662 
94 
83 349 
654 
651 
576 
579 
000 
000 
000 
000 
049 
052 
543 
547 
000 
000 
000 
000 
-365 
-365 
-374 
-374 
-22 104 
-22 104 
18 891 
18 891 
-1 635 
-1 635 
348 
348 
-17 604 
-17 604 
22 383 
22 383 
813 
805 
667 
672 
1213 
1 219 
999 
1002 
821 
828 
570 
575 
1 102 
1 133 
910 
921 
-1 980 
-1 964 
-1 697 
-1 710 
24 512 
24 526 
16 907 
16 902 
-3 266 
-3 281 
-783 
-795 
19 793 
19 868 
20 575 
20 551 
1 249 
1 234 
950 
962 
-19 697 
-19 682 
20 876 
20 881 
-004 
on 
1 479 
1 490 
-15415 
-15 341 
24 190 
24 214 
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Dynamic 
and 
Entrepreneu 
rial place 
Result 
oriented 
Controlled 
and 
Structured 
place 
Equal 
variance 
s 
assumed 
Equal 
variance 
s not 
assumed 
Equal 
variance 
s 
assumed 
Equal 
variance 
s not 
assumed 
Equal 
variance 
s 
assumed 
Equal 
variance 
s not 
assumed 
9316 
001 
14 144 
007 
977 
000 
018 
018 
-2 738 
-2 720 
-16 780 
-17 161 
94 
85 757 
94 
88 950 
94 
77 562 
986 
986 
007 
008 
000 
000 
Oil 
Oil 
-2 295 
-2 295 
-19 990 
-19 990 
637 
643 
838 
844 
1 191 
1 165 
-1253 
-1 267 
-3 959 
-3 971 
22 356 
22 310 
1 276 
1 290 
-630 
-618 
-17 625 
-17 671 
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Annexure XXI-1 
Chi-square Test - Strong Banks 
1. Dominant Characteristics 
CLAN 
ADHOCRACY 
RATIONAL 
HIERARCHY 
TOTAL 
M 
21.5 
32 
28.5 
18 
100 
S 
23.5 
30 
26.5 
20 
100 
TOTAL 
45 
62 
55 
38 
200 
Expected Value = R*C*Total/Grand Total 
Expected Values 
CLAN 
ADHOCRACY 
RATIONAL 
HIERARCHY 
M 
22.5 
31 
27.5 
19.0 
S 
22.5 
31 
27.5 
19.0 
Observed Values 
Oi 
21.5 
32 
28.5 
18 
23.5 
30 
26.5 
20 
Ei 
22.5 
31 
27.5 
19.0 
22.5 
31 
27.5 
19.0 
0(Oi-Ei)^/Ei 
0.04 
0.03 
0.04 
0.05 
0.04 
0.03 
0.04 
0.05 
Sum==0.29 
2^ = 0.14 (calculated) 
s of freedor 
^ 0.05? 3 
?^ t^ab 
n = 
= 
= 
= 
= 
> 
(r-1) * (c-1) 
(4-1) * (2-1) 
3 * 1 
3 
7.815 (tabulated) 
i^^ cal 
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2. Organizational Leadership 
CLAN 
ADHOCRACY 
RATIONAL 
HIERARCHY 
TOTAL 
M 
15 
36 
31.5 
17.5 
100 
S 
15 
35.5 
32 
17.5 
100 
TOTAL 
30 
71.5 
63.5 
34 
200 
Expected Value = R*C*Total/Grand Total 
Expected Values 
CLAN 
ADHOCRACY 
RATIONAL 
HIERARCHY 
M 
15 
35.5 
31.75 
17 
S 
15 
35.5 
31.75 
17 
Observed Values 
Oi 
15 
36 
31.5 
17.5 
15 
35.5 
32 
17.5 
Ei 
15 
35.5 
31.75 
17 
15 
35.5 
31.75 
17 
0(Oi-Ei)VEi 
0.03 
0.03 
0.03 
0.01 
0 
0 
0 
0.01 
Sum==0.10 
2^ = 0.10 (calculated) 
sof freedon 
^ 0.05,3 = 
)t^  tab 
a = (r-1) * 
(4-1) * 
3 * 
3 
7.815 (tabulated) 
> }? cal 
(c-1) 
(2-1) 
1 
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3. Organizational Glue 
CLAN 
ADHOCRACY 
RATIONAL 
HIERARCHY 
TOTAL 
M 
17.5 
32 
31.5 
18.5 
100 
S 
19 
32 
30.5 
18.5 
100 
TOTAL 
36.5 
64 
62 
37 
200 
Expected Value = R*C*Total/Grand Total 
Expected Values 
CLAN 
ADHOCRACY 
RATIONAL 
HIERARCHY 
M 
18.5 
32 
31 
18.5 
S 
18.5 
32 
31 
18.5 
Observed Values 
Oi 
17.5 
32 
31.5 
18.5 
19 
32 
30.5 
18.5 
Ei 
18.5 
32 
31 
18.5 
18.5 
32 
31 
18.5 
0(Oi-Ei)^/Ei 
0.05 
0 
0.01 
0 
0.05 
0 
0.03 
0 
Sum==0.14 
Degrees of freedom 
^ 0 05, 3 
).^  tab 
?c^  = 0.14 (calculated) 
(r-1) 
(4-1) 
3 
3 
7.815 
).2cal 
* (c-1) 
(2-1) 
* 1 
(tabulated) 
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4. Management of Employees 
CLAN 
ADHOCRACY 
RATIONAL 
HIERARCHY 
TOTAL 
M 
24 
29 
30 
17 
100 
S 
23.5 
29 
30.5 
17.0 
100 
TOTAL 
47.5 
58 
60.5 
34 
200 
Expected Value = R*C*Total/Grand Total 
Expected Values 
CLAN 
ADHOCRACY 
RATIONAL 
HIERARCHY 
M 
23.75 
29 
30.25 
17 
S 
23.75 
29 
30.25 
17 
Observed Values 
Oi 
24 
29 
30 
17 
23.5 
29 
30.5 
17.0 
Ei 
23.75 
29 
30.25 
17 
23.75 
29 
30.25 
17 
0(Oi-Ei)^/Ei 
0 
0 
0 
0 
0 
0 
0 
0 
Sum==0 
Degrees of freedom 
^ 0.05, 3 
?.^  tab 
1^ = 0 (calculated) 
(r-1) * (c-1) 
(4-1) * (2-1) 
3 * 1 
3 
7.815 (tabulated) 
X c^al 
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5. Strategic Emphases 
CLAN 
ADHOCRACY 
RATIONAL 
HIERARCHY 
TOTAL 
M 
20 
36.5 
30 
35.50 
100 
S 
20 
36.50 
30.5 
13.0 
100 
TOTAL 
40 
73 
60.5 
48.5 
200 
Expected Value = R*C*Total/Grand Total 
Expected Values 
CLAN 
ADHOCRACY 
RATIONAL 
HIERARCHY 
M 
20 
36.5 
30.25 
24.25 
S 
20 
36.5 
30.25 
24.25 
Observed Values 
Oi 
20 
36.5 
30 
35.50 
20 
36.50 
30.5 
13.0 
Ei 
20 
36.5 
30.25 
24.25 
20 
36.5 
30.25 
24.25 
0(Oi-Ei)^/Ei 
0 
0 
0.02 
5.22 
0 
0 
0.02 
5.22 
Sum==10.44 
Degrees of freedom = 
X X 0.05! 3 
?.^ cal 
1^= 10.44 (calculated) 
(r-1) 
(4-1) 
3 
3 
7.815 
>.^ tab 
(c-1) 
(2-1) 
* 1 
(tabulated) 
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6. Criteria of Success 
CLAN 
ADHOCRACY 
RATIONAL 
HIERARCHY 
TOTAL 
M 
20 
32.5 
29.5 
18 
100 
S 
19.5 
32.50 
30 
18 
100 
TOTAL 
39.5 
65 
59.5 
36 
200 
Expected Value = R*C*Total/Grand Total 
CLAN 
ADHOCRACY 
RATIONAL 
HIERARCHY 
Expected Values 
M 
29.75 
32.5 
29.75 
18 
S 
29.75 
32.5 
29.75 
18 
Observed Values 
Oi 
20 
32.5 
29.5 
18 
19.5 
32.50 
30 
18 
Ei 
29.75 
32.5 
29.75 
18 
29.75 
32.5 
29.75 
18 
0(Oi-Ei)VEi 
0 
0 
0 
0 
0 
0 
0 
0 
Sum==0 
X^ = 0 (calculated) 
Degrees of freedom = 
X X 0.05, 3 
X c^al 
(r-1) * (c-1) 
(4-1) * (2-1) 
3 * 1 
3 
7.815 (tabulated) 
>.^ tab 
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Annexure XXI-2 
Chi-square Test - Average Banks 
1. Dominant Characteristics 
CLAN 
ADHOCRACY 
RATIONAL 
HIERARCHY 
TOTAL 
M 
25.5 
30.5 
25.5 
18.5 
100 
S 
25.5 
20.5 
22.5 
31.5 
100 
TOTAL 
51 
51 
48 
50 
200 
Expected Value = R*C*Total/Grand Total 
Expected Values 
CLAN 
ADHOCRACY 
RATIONAL 
HIERARCHY 
M 
25.5 
25.5 
24 
25 
S 
25.5 
25.5 
24 
25 
Observed Values 
Oi 
25.5 
30.5 
25.5 
18.5 
25.5 
20.5 
22.5 
31.5 
Ei 
25.5 
25.5 
24 
25 
25.5 
25.5 
24 
25 
0(Oi-Ei)VEl 
0 
0.98 
0.17 
1.69 
0 
0.98 
0.09 
1.69 
Sum==5.55 
A.2 = 5.55 (calculated) 
s of freedom = 
= 
= 
= 
^ 0 05, 3 = 
y? cal < 
(r-1) * (c-1) 
(4-1) * (2-1) 
3 * 1 
3 
7.815 (tabulated) 
}} tab 
300 
2.0rganizational Leadership 
CLAN 
ADHOCRACY 
RATIONAL 
HIERARCHY 
TOTAL 
M 
33 
3L5 
19.5 
16 
100 
S 
17.5 
18 
17 
47.5 
100 
TOTAL 
50.5 
49.5 
36.5 
63.5 
200 
Expected Value = R*C*Total/Grand Total 
Expected Values 
CLAN 
ADHOCRACY 
RATIONAL 
HIERARCHY 
M 
25.25 
24.75 
18.25 
31.75 
S 
25.25 
24.75 
18.25 
31.75 
Observed Values 
Oi 
33 
31.5 
19.5 
16 
17.5 
18 
17 
47.5 
Ei 
25.25 
24.75 
18.25 
31.75 
25.25 
24.75 
18.25 
31.75 
0(Oi-Ei)VEi 
2.38 
1.84 
0.09 
7.81 
2.38 
1.84 
0.09 
7.81 
Sum==24.24 
Degrees of freedom = 
'w 0 05 
y? cal 
,3 
1^ = 24.24 (calculated) 
(r-1) * (c-1) 
(4-1) * (2-1) 
3 * 1 
3 
7.815 (tabulated) 
y? tab 
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3. Organizational Glue 
CLAN 
ADHOCRACY 
RATIONAL 
HIERARCHY 
TOTAL 
M 
34 
20.5 
17 
28.5 
100 
S 
34 
18.5 
30.5 
17 
100 
TOTAL 
68 
39 
47.5 
45.5 
200 
Expected Value = R*C*Total/Grand Total 
Expected Values 
CLAN 
ADHOCRACY 
RATIONAL 
HIERARCHY 
M 
34 
19.5 
23.75 
22.75 
S 
34 
19.5 
23.75 
22.75 
Observed Values 
Oi 
34 
20.5 
17 
28.5 
34 
18.5 
30.5 
17 
Ei 
34 
19.5 
23.75 
22.75 
34 
19.5 
23.75 
22.75 
0(Oi-Ei)^/Ei 
0 
0.05 
1.91 
1.45 
0 
0.05 
2.06 
1.45 
Sum=6.95 
s of freedom = 
= 
= 
= 
^ 0.05» 3 = 
}} tab > 
X^  = 6.95 (calculated) 
(r-1) * (c-1) 
(4-1) * (2-1) 
3 * 1 
3 
7.815 (tabulated) 
X^ cal 
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4. Management of Employees 
CLAN 
ADHOCRACY 
RATIONAL 
HIERARCHY 
TOTAL 
M 
32.5 
16 
16.5 
35 
100 
S 
29 
20 
16 
35 
100 
TOTAL 
61.5 
36 
32.5 
70 
200 
Expected Value = R*C*Total/Grand Total 
Expected Values 
CLAN 
ADHOCRACY 
RATIONAL 
HIERARCHY 
M 
30.75 
18 
16.25 
35 
S 
30.75 
18 
16.25 
35 
Observed Values 
Oi 
32.5 
16 
16.5 
35 
29 
20 
16 
35 
Ei 
30.75 
18 
16.25 
35 
30.75 
18 
16.25 
35 
0(Oi-Ei)^/Ei 
0 
0.22 
0 
0 
0.09 
0.22 
0 
Sum==0.33 
y?- = 0.33 (calculated) 
Degrees of freedom 
^ 0 05, 3 
>.^ tab 
(r-1) 
(4-1) 
3 
3 
7.815 
X^ cal 
(c-1) 
(2-1) 
* 1 
(tabulated) 
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5. Strategic Emphases 
CLAN 
ADHOCRACY 
RATIONAL 
HIERARCHY 
TOTAL 
M 
31.5 
33.5 
15.5 
19.5 
100 
S 
32 
32.5 
19 
18 
100 
TOTAL 
63.5 
66.0 
34.5 
37.5 
200 
Expected Value = R*C*Total/Grand Total 
Expected Values 
CLAN 
ADHOCRACY 
RATIONAL 
HIERARCHY 
M 
31.5 
33.50 
17.25 
18.75 
S 
31.5 
33.50 
17.25 
18.75 
Observed Values 
Oi 
31.5 
33.5 
15.5 
19.5 
32 
32.5 
19 
18 
Ei 
31.5 
33.50 
17.25 
18.75 
31.5 
33.50 
17.25 
18.75 
0(Oi-Ei)VEi 
0 
0 
0.17 
0.012 
0.03 
0 
0.17 
0.48 
Sum= 0.85 
Degrees of freedom 
'^ 0 05, 3 
X^  tab 
^ = 0.85 (calculated) 
(r-1) 
(4-1) 
3 
3 
7.815 
X^ cal 
* (c-1) 
(2-1) 
* 1 
(tabulated) 
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6. Criteria of Success 
CLAN 
ADHOCRACY 
RATIONAL 
HIERARCHY 
TOTAL 
M 
32 
28.5 
18 
2L5 
100 
S 
29.5 
12 
20 
30 
100 
TOTAL 
61.5 
40.5 
38 
52 
200 
Expected Value = R*C*Total/Grand Total 
Expected Values 
CLAN 
ADHOCRACY 
RATIONAL 
HIERARCHY 
M 
30.75 
20.25 
19 
26 
S 
30.75 
20.25 
19 
26 
Observed Values 
Oi 
32 
28.5 
18 
21.5 
29.5 
12 
20 
30 
Hi 
30.75 
20.25 
19 
26 
30.75 
20.25 
19 
26 
0(Oi-Ei)VEi 
0.05 
3.85 
0.05 
0.07 
0.05 
3.57 
0.07 
0.07 
Sum== 7.987 
>.^  = 7.987 (calculated) 
Degrees of freedom 
^ 0 05, 3 
y? cal > 
(r-1) 
(4-1) 
3 
3 
7.815 
1^ tab 
* (c-1) 
(2-1) 
* 1 
(tabulated) 
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Annexure XXI-3 
Chi-square Test - Weak Banks 
1. Dominant Characteristics 
CLAN 
ADHOCRACY 
RATIONAL 
HIERARCHY 
TOTAL 
M 
33.5 
31.5 
15.5 
19.5 
100 
S 
22 
18.5 
21 
38.5 
100 
TOTAL 
55.5 
50 
36.5 
58 
200 
Expected Value = R*C*Total/Grand Total 
Expected Values 
CLAN 
ADHOCRACY 
RATIONAL 
HIERARCHY 
M 
27.75 
25 
18.25 
29 
S 
27.75 
25 
18.25 
29 
Observed Values 
Oi 
33.5 
31.5 
15.5 
19.5 
22 
18.5 
21 
38.5 
Ei 
27.75 
25 
18.25 
29 
27.75 
25 
18.25 
29 
0(0i-Ei)7Ei 
1.19 
1.69 
0.41 
3.11 
1.19 
1.69 
0.41 
3.1 
Sum==12.79 
J^ 2= 12.79 (calculated) 
sof freedot 
^^0 05> 3 
>.^ tab 
n = 
= 
= 
= 
= 
< 
(r-1) * (c-1) 
(4-1) * (2-1) 
3 * 1 
3 
7.815 (tabulated) 
X^cal 
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2. Organizational Leadership 
CLAN 
ADHOCRACY 
RATIONAL 
HIERARCHY 
TOTAL 
M 
15 
50 
16 
19 
100 
S 
11 
20 
19 
50 
100 
TOTAL 
26 
70 
35 
69 
200 
Expected Value = R*C*Total/Grand Total 
CLAN 
ADHOCRACY 
RATIONAL 
HIERARCHY 
Expected Values 
M 
13 
35 
17.5 
34.5 
S 
13 
35 
17.5 
34.5 
Observed Values 
Oi 
15 
50 
16 
19 
11 
20 
19 
50 
Ei 
13 
35 
17.5 
34.5 
13 
35 
17.5 
34.5 
0(Oi-El)^/Ei 
0.30 
6.42 
0.12 
6.96 
0.30 
6.45 
0.12 
6.96 
Sum==27.63 
I? = 27.63 (calculated) 
Degrees of freedom = 
= 
= 
= 
^^ 0.05, 3 = 
1^ cal > 
(r-1) * (c-1) 
(4-1) * (2-1) 
3 * 1 
3 
7.815 (tabulated) 
XHdh 
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3. Organizational Glue 
CLAN 
ADHOCRACY 
RATIONAL 
HIERARCHY 
TOTAL 
M 
30 
29.5 
17.5 
23 
100 
s 
32.5 
31.5 
17.5 
18.5 
100 
TOTAL 
62.5 
61 
35 
41.5 
200 
Expected Value = R*C*Total/Grand Total 
Expected Values 
CLAN 
ADHOCRACY 
RATIONAL 
HIERARCHY 
M 
31.25 
30.5 
17.5 
23 
S 
31.25 
30.5 
17.5 
23 
Observed Values 
Oi 
30 
29.5 
17.5 
23 
32.5 
31.5 
17.5 
18.5 
Ei 
31.25 
30.5 
17.5 
23 
31.25 
30.5 
17.5 
23 
0(Oi-Ei)VEi 
0.05 
0.03 
0 
0.24 
0.05 
0.03 
0 
0.24 
Sum==0.59 
X^ = 0.59 (calculated) 
Degrees of freedom = 
^^ 0 05, 3 
>.^ cal 
(r-1) 
(4-1) 
3 
3 
7.815 
(c-1) 
(2-1) 
* 1 
(tabulated) 
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4. Management of Employees 
CLAN 
ADHOCRACY 
RATIONAL 
HIERARCHY 
TOTAL 
M 
18 
30.5 
17 
34.5 
100 
S 
20.5 
42 
19.5 
18 
100 
TOTAL 
38.5 
72.5 
36.5 
52.5 
200 
Expected Value = R*C*Total/Grand Total 
Expected Values 
CLAN 
ADHOCRACY 
RATIONAL 
HIERARCHY 
M 
19.25 
36.25 
18.25 
26.25 
S 
19.25 
36.25 
18.25 
26.25 
Observed Values 
Oi 
18 
30.5 
17 
34.5 
20.5 
42 
19.5 
18 
Ei 
19.25 
36.25 
18.25 
26.25 
19.25 
36.25 
18.25 
26.25 
0(0i-Ei)2/Ei 
0.08 
1.0 
0.08 
1.01 
0.21 
5.48 
0 
4.11 
Sum== 11.97 
>.2=11.97(calculated) 
s of freedom = 
= 
= 
= 
^^ 0 05, 3 = 
X^ cal > 
(r-1) * (c-1) 
(4-1) * (2-1) 
3 * 1 
3 
7.815 (tabulated) 
X^ab 
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5. Strategic Emphases 
CLAN 
ADHOCRACY 
RATIONAL 
HIERARCHY 
TOTAL 
M 
27.5 
33 
17.5 
22 
100 
s 
15.5 
21.5 
19.5 
43.5 
100 
TOTAL 
43 
54.5 
37 
65.5 
200 
Expected Value = R*C*Total/Grand Total 
Expected Values 
CLAN 
ADHOCRACY 
RATIONAL 
HIERARCHY 
M 
21.5 
27.25 
18.5 
32.75 
S 
21.5 
27.25 
18.5 
32.75 
Observed Values 
Oi 
27.5 
33 
17.5 
22 
15.5 
21.5 
19.5 
43.5 
Ei 
21.5 
27.25 
18.5 
32.75 
21.5 
27.25 
18.5 
32.75 
0(Oi-Ei)^/Ei 
1.6 
1.21 
0.05 
3.52 
1.67 
1.21 
0.05 
3.52 
Sum== 12.83 
>.^ = 12.83 (calculated) 
Degrees of freedom = 
^^ 0.05> 3 
X^cal 
(r-1) 
(4-1) 
3 
3 
7.815 
X t^ab 
(c-1) 
(2-1) 
* 1 
(tabulated) 
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6. Criteria of Success 
CLAN 
ADHOCRACY 
RATIONAL 
HIERARCHY 
TOTAL 
M 
27 
27 
2L5 
24.5 
100 
S 
18.5 
18 
19.5 
44 
100 
TOTAL 
45.5 
45 
41 
68.5 
200 
Expected Value = R*C*Total/Grand Total 
Expected Values 
CLAN 
ADHOCRACY 
RATIONAL 
HIERARCHY 
M 
27 
27 
21.5 
24.5 
Observed Values 
01 
27 
27 
21.5 
24.5 
18.5 
18 
19.5 
44 
El 
27 
27 
21.5 
24.5 
27 
27 
21.5 
24.5 
S 
27 
27 
21.5 
24.5 
0(Oi-Ei)VEi 
0.79 
0.9 
0.048 
2.77 
0.79 
0.9 
0.048 
2.77 
Sum== 9.008 
l^ = 9.008 (calculated) 
Degrees of freedom 
^^ 0 05, 3 
>.^ cal 
(r-1) 
(4-1) 
3 
3 
7.815 
?.Mab 
(c-1) 
(2-1) 
* 1 
(tabulated) 
3i: 
Annexure XXII 
Regression 
Variables Entered/Removed(b) 
Model 
1 
Variables Entered 
Controlled and structured place, Risk 
taking innovation freedom and 
uniqueness, Formal rules and policies. 
Extended family, Team work consensus 
and participation. Innovative and 
development, Basis of efficiency. 
Mentoring facilitating or nurturing, 
Entrepreneur innovating risk taking. 
Innovator and product leader. Dynamic 
and entrepreneurial place. Permanence 
and stability, Development of human 
resources, Loyalty and mutual trust. 
Hard driving competitiveness high 
achievement, High trust openness and 
participation persist, Aggressive result 
oriented. Competitive action and 
achievement. Aggressive and winning. 
Security conformity predictability and 
stability. Leadership is key, Result 
oriented, create new challenges, 
organizing and smooth running(a) 
Variables 
Removed 
Method 
Enter 
a Tolerance = .000 limits reached. 
b Dependent Variable: name of the bank 
Model 
1 
R 
.979(a) 
Model Summary 
1 Adjusted R 
R Square Square 
.959 1 .957 
Std. Error of 
the Estimate 
.681 
a Predictors: (Constant), Controlled and structured place, Risk taking 
innovation freedom and uniqueness, Formal rules and policies. Extended 
family, Team work consensus and participation, Innovative and development, 
Basis of efficiency, Mentoring facilitating or nurturing. Entrepreneur 
innovating risk taking, Innovator and product leader. Dynamic and 
entrepreneurial place. Permanence and stability. Development of human 
resources, Loyalty and mutual trust. Hard driving competitiveness high 
achievement. High trust openness and participation persist. Aggressive result 
oriented, Competitive action and achievement. Aggressive and winning. 
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Security conformity predictability and stability, Leadership is key, Result 
oriented. Create new challenges, organizing and smooth running 
ANOVA(b) 
Model 
1 Regressio 
n 
Residual 
Total 
Sum of 
Squares 
6688.117 
286.733 
6974.849 
df 
24 
617 
642 
Mean 
Square 
290.788 
.463 
F 
627.754 
Sig. 
.000(a) 
a Predictors: (Constant), controlled and structured place, risk taking 
innovation freedom and uniqueness, formal rules and policies, extended 
family, team work consensus and participation, innovative and development, 
basis of efficiency, mentoring facilitating or nurturing, entrepreneur 
innovating risk taking, innovator and product leader, dynamic and 
entrepreneurial place, permanence and stability, development of human 
resources, loyalty and mutual trust, hard driving competitiveness high 
achievement, high trust openness and participation persist, aggressive result 
oriented, competitive action and achievement, aggressive and winning, 
security conformity predictability and stability, leadership is key, result 
oriented, create new challenges, organizing and smooth running. 
b Dependent Variable: Name of the Bank 
Coefncients(a) 
Model 
1 (Constant) 
Team work 
Consensus and 
Participation 
Risk taking 
Innovation 
Freedom and 
Uniqueness 
Hard driving 
Competitiveness 
High 
achievement 
Unstandardized 
Coefficients 
B 
29.201 
.012 
.049 
.028 
Std. Error 
14.568 
.035 
.035 
.035 
Standardized 
Coefficients 
Beta 
.042 
.155 
.110 
t 
2.004 
.331 
1.404 
.790 
Sig. 
.045 
.741 
.161 
.430 
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Security 
Conformity 
Predictability and 
Stability 
Mentoring 
Facilitating or 
Nurturing 
Entrepreneur 
Innovating risk 
taking 
Aggressive result 
oriented 
Loyalty and 
mutual trust 
innovative and 
development 
Aggressive and 
winning 
Formal rules and 
policies 
High trust 
openness and 
participation 
persist 
Create new 
challenges 
Competitive 
action and 
Achievement 
Permanence and 
Stability 
Development of 
Human 
Resources 
Innovator and 
Product leader 
Leadership is key 
Basis of 
efficiency 
Extended family 
Dynamic and 
entrepreneurial 
place 
Result oriented 
Controlled and 
Structured place 
Organizing and 
smooth running 
.062 
.020 
-.010 
-.044 
.013 
-.113 
-.088 
-.067 
-.069 
-.072 
-.031 
.003 
-.007 
-.039 
.004 
.016 
-.120 
-.183 
-.185 
-.095 
.016 
.035 
.005 
.005 
.007 
.027 
.026 
.027 
.027 
.071 
.071 
.071 
.071 
.049 
.049 
.049 
.049 
.112 
.112 
.112 
.112 
.049 
.263 
.077 
-.041 
-.187 
.053 
-.431 
-.366 
-.204 
-.294 
-.349 
-.135 
.012 
-.025 
-.152 
.015 
.053 
-.232 
-.482 
-.487 
-.318 
.063 
1.803 
4.418 
-1.917 
-6.359 
.503 
-4.345 
-3.293 
-2.522 
-.969 
-1.017 
-.433 
.047 
-.142 
-.791 
.075 
.318 
-1.073 
-1.634 
-1.650 
-.851 
.217 
.072 
.000 
.056 
.000 
.615 
.000 
.001 
.012 
.333 
.310 
.665 
.963 
.887 
.429 
.940 
.751 
.284 
.103 
.099 
.395 
.631 
a Dependent Variable: Name of the Bank 
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ANNEXURE XXIII 1/6 
Performance of Banks 
Items 
No. of offices 
No. of employees 
BPE(Rs.lakhs) 
PPE(Rs.lakhs) 
Capital and reserves & surplus 
Deposits 
Investments 
Advances 
Interest income 
Other income 
Interest expended 
Operating expenses 
Cost of funds 
Return on advances adjusted to 
cost of funds 
Wages as % to total expenses 
Return on Assets 
CRAR 
Net NPA ratio 
Corporation Bank 
2001-02 
681 
10238 
290.44 
3.00 
2046 
18924 
8056 
10987 
1946 
382 
1320 
384 
6.95 
3.19 
12.55 
1.60 
17.90 
2.31 
2002-03 
691 
10729 
328.59 
4.06 
2370 
21725 
10670 
12029 
2103 
532 
1310 
471 
6.00 
2.86 
14.36 
1.88 
18.50 
1.65 
2003-04 
745 
10734 
365.56 
4.98 
2768 
23191 
10685 
13890 
2201 
517 
1237 
574 
5.18 
2.46 
15.71 
1.96 
20.12 
1.80 
2004-05 
799 
10199 
438.00 
3.95 
3054 
27233 
10261 
18546 
2250 
565 
1120 
667 
4.20 
3.54 
17.51 
1.12 
16.23 
1.12 
2005-06 
824 
10754 
527.00 
4.13 
3375 
32877 
10652 
23962 
2626 
571 
1400 
747 
4.27 
3.48 
16.94 
1.24 
13.92 
0.64 
Group 
Average 
2005-06 
1768 
23375 
388.17 
2.26 
3869 
54004 
20440 
36730 
4425 
677 
2623 
1288 
4.26 
3.86 
21.37 
0.88 
12.38 
1.28 
(Amount 
in rupees 
crore) 
All Banks' 
Average 
2005-06 
680 
10458 
423.74 
2.84 
2205 
26054 
10445 
18261 
2221 
454 
1287 
707 
4.35 
3.79 
20.17 
1.00 
12.24 
1.22 
Source www.rbi.org.in 
315 
Oriental Bank of Commerce 2/6 
Items 
No. of offices 
No. of employees 
Business per employee (in 
Rs.lakhs) 
Profit per employee (in Rs.lakhs) 
Capital and reserves & surplus 
Deposits 
Investments 
Advances 
Interest income 
Other income 
Interest expended 
Operating expenses 
Cost of funds 
Return on advances adjusted to 
cost of funds 
Wages as % to total expenses 
Return on Assets 
CRAR 
Net NPA ratio 
2001-02 
1005 
13589 
318.00 
2.40 
1620 
28488 
13724 
14158 
3040 
474 
2068 
529 
7.55 
3.67 
11.11 
1.00 
10.99 
3.20 
2002-03 
1028 
13507 
343.00 
3.40 
2110 
29809 
14781 
15677 
3304 
531 
2090 
583 
6.82 
3.47 
13.01 
1.30 
14.04 
1.40 
2003-04 
1051 
13588 
416.00 
5.10 
2677 
35674 
16794 
19681 
3301 
722 
1845 
644 
5.35 
3.65 
14.72 
1.70 
14.47 
0.00 
2004-05 
1168 
14563 
512.23 
6.67 
3327 
47850 
18342 
25299 
3572 
505 
2048 
796 
4.67 
3.39 
13.96 
2.01 
9.21 
1.29 
2005-06 
1184 
14962 
570.26 
5.37 
5171 
50197 
16818 
33577 
4119 
553 
2514 
966 
4.92 
3.11 
14.38 
1.39 
12.46 
0.49 
Group 
Average 
2005-06 
1768 
23375 
388.17 
2.26 
3869 
54004 
20440 
36730 
4425 
677 
2623 
1288 
4.26 
3.86 
21.37 
0.88 
12.38 
1.28 
(Amount in 
rupees 
crore) 
All Banks' 
Average 
2005-06 
680 
10458 
423.74 
2.84 
2205 
26054 
10445 
18261 
2221 
454 
1287 
707 
4.35 
3.79 
20.17 
1.00 
12.24 
1.22 
Source: www.rbi.org.in 
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Union Ban 
Items 
No. of offices 
No. of employees 
Business per employee (in Rs.lakhs) 
Profit per employee (in Rs.lakhs) 
Capital and reserves & surplus 
Deposits 
Investments 
Advances 
Interest income 
Other income 
Interest expended 
Operating expenses 
Cost of funds 
Return on advances adjusted to cost 
offunds 
Wages as % to total expenses 
Return on Assets 
CRAR 
Net NPA ratio 
2001-02 
2117 
25822 
214.75 
1.22 
2107 
39794 
15410 
21383 
4016 
499 
2679 
967 
6.91 
4.25 
18.84 
0.71 
11.07 
6.26 
(of India 
2002-03 
2112 
25706 
249.70 
2.15 
2567 
44749 
19371 
25515 
4306 
825 
2809 
1018 
6.35 
3.66 
18.01 
1.08 
12.41 
4.91 
2003-04 
2109 
25630 
286.48 
2.78 
3087 
50559 
22946 
28922 
4516 
831 
2780 
1085 
5.45 
3.34 
18.66 
1.30 
12.32 
2.87 
3/6 
2004-05 
2139 
25645 
343.08 
2.81 
3614 
61831 
22793 
40105 
4970 
766 
2905 
1257 
4.74 
3.58 
19.37 
1.10 
12.09 
2.64 
2005-06 
2169 
25421 
436.47 
2.66 
4558 
74094 
25918 
53380 
5864 
625 
3489 
1402 
4.61 
3.43 
17.72 
0.84 
11.41 
1.56 
Group 
Average 
2005-06 
1768 
23375 
388.17 
2.26 
3869 
54004 
20440 
36730 
4425 
677 
2623 
1288 
4.26 
3.86 
21.37 
0.88 
12.38 
1.28 
(Amount 
in 
rupees 
crore) 
All 
Banks' 
Average 
2005-06 
680 
10458 
423.74 
2.84 
2205 
26054 
10445 
18261 
2221 
454 
1287 
707 
4.35 
3.79 
20.17 
1.00 
12.24 
1.22 
Source: www.rbi.org.in 
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Items 
No. of offices 
No. of employees 
Business per employee (in Rs.lakhs) 
Profit per employee (in Rs.lakhs) 
Capital and reserves & surplus 
Deposits 
Investments 
Advances 
Interest income 
Other income 
Interest expended 
Operating expenses 
Cost of funds 
Return on advances adjusted to cost 
offunds 
Wages as % to total expenses 
Return on Assets 
CRAR 
Net NPA ratio 
Punjab National Bank 
2001-02 
3932 
57859 
167.76 
0.97 
3381 
64123 
28207 
34369 
6648 
978 
4353 
1799 
6.87 
3.76 
21.40 
0.77 
10.70 
5.32 
2002-03 
4115 
58981 
195.64 
1.43 
4033 
75814 
34030 
40228 
7485 
1250 
4361 
2057 
5.91 
4.04 
23.00 
0.98 
12.02 
3.86 
2003-04 
4100 
58839 
228.22 
1.88 
5012 
87916 
42125 
47225 
7780 
1867 
4155 
2371 
4.76 
4.11 
25.35 
1.08 
13.10 
0.98 
4/6 
2004-05 
4128 
58329 
276.87 
2.42 
8161 
103167 
50673 
60413 
8460 
1676 
4453 
3278 
4.31 
3.58 
31.35 
1.17 
14.78 
0.20 
2005-06 
4142 
58047 
330.92 
2.48 
9376 
119685 
41055 
74627 
9584 
1231 
4917 
3023 
4.03 
3.88 
26.64 
1.09 
11.95 
0.29 
Group 
Average 
2005-06 
1768 
23375 
388.17 
2.26 
3869 
54004 
20440 
36730 
4425 
677 
2623 
1288 
4.26 
3.86 
21.37 
0.88 
12.38 
1.28 
(Amount 
in 
rupees 
crore) 
All 
Banks' 
Average 
2005-06 
680 
10458 
423.74 
2.84 
2205 
26054 
10445 
18261 
2221 
454 
1287 
707 
4.35 
3.79 
20.17 
1.00 
12.24 
1.22 
Source: www.rbi.org.in 
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Items 
No. of offices 
No. of employees 
Business per employee (in 
Rs.lakhs) 
Profit per employee (in Rs.lakhs) 
Capital and reserves & surplus 
Deposits 
Investments 
Advances 
Interest income 
Other income 
Interest expended 
Operating expenses 
Cost of funds 
Return on advances adjusted to 
cost of funds 
Wages as % to total expenses 
Return on Assets 
CRAR 
Net NPA ratio 
2001-02 
1341 
17959 
144.00 
0.66 
1964 
19611 
11656 
6823 
2035 
394 
1433 
758 
7.31 
3.00 
29.76 
0.54 
12.02 
7.90 
United E 
2002-03 
1336 
17745 
162.00 
1.77 
1962 
21031 
12639 
7352 
2119 
428 
1400 
592 
6.75 
3.50 
24.17 
1.37 
15.17 
5.52 
ank of India 
2003-04 
1338 
17887 
169.00 
1.76 
1960 
22758 
14233 
7963 
2073 
505 
1292 
673 
5.81 
2.95 
26.21 
1.25 
17.04 
3.75 
2004-05 
1345 
17493 
208.00 
1.72 
1957 
25348 
14403 
11390 
2133 
478 
1218 
704 
4.97 
3.70 
25.90 
1.04 
18.16 
2.43 
5/6 
2005-06 
1350 
17319 
254.00 
1.18 
1829 
29250 
14130 
15522 
2360 
457 
1340 
834 
4.72 
3.85 
28.91 
0.62 
13.12 
1.95 
Group 
Average 
2005-06 
1768 
23375 
388.17 
2.26 
3869 
54004 
20440 
36730 
4425 
677 
2623 
1288 
4.26 
3.86 
21.37 
0.88 
12.38 
1.28 
(Amount 
in rupees 
crore) 
All 
Banks' 
Average 
2005-06 
680 
10458 
423.74 
2.84 
2205 
26054 
10445 
18261 
2221 
454 
1287 
707 
4.35 
3.79 
20.17 
1.00 
12.24 
1.22 
Source: www.rbi.org.in 
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UCO Bank 
Items 
No. of offices 
No. of employees 
Business per employee (in Rs.lakhs) 
Profit per employee (in Rs.lakhs) 
Capital and reserves & surplus 
Deposits 
Investments 
Advances 
Interest income 
Other income 
Interest expended 
Operating expenses 
Cost of funds 
Return on advances adjusted to cost of 
funds 
Wages as % to total expenses 
Return on Assets 
CRAR 
Net NPA ratio 
2001-02 
1795 
25567 
163.00 
0.66 
2762 
26849 
12302 
12805 
2542 
583 
1812 
837 
7.13 
3.09 
25.93 
0.60 
9.64 
5.45 
2002-03 
1796 
25060 
197.00 
0.85 
1205 
31343 
14138 
15923 
2793 
609 
1911 
867 
6.29 
3.42 
24.83 
0.66 
10.04 
4.36 
6/6 
2003-04 
1789 
25116 
249.00 
1.79 
1801 
39244 
17611 
20626 
3096 
625 
1902 
1021 
5.17 
3.68 
24.07 
1.13 
11.88 
3.65 
2004-05 
1798 
24855 
321.00 
1.43 
2069 
49470 
19064 
27656 
3549 
516 
2140 
1085 
4.61 
3.35 
26.64 
0.73 
11.26 
2.93 
2005-06 
1815 
24510 
387.00 
0.82 
2463 
54544 
19636 
37378 
4355 
464 
2789 
1177 
5.01 
3.08 
22.19 
0.34 
11.12 
2.10 
Group 
Average 
2005-06 
1768 
23375 
388.17 
2.26 
3869 
54004 
20440 
36730 
4425 
677 
2623 
1288 
4.26 
3.86 
21.37 
0.88 
12.38 
1.28 
(Amount 
in 
rupees 
crore) 
All 
Banks' 
Average 
2005-06 
680 
10458 
423.74 
2.84 
2205 
26054 
10445 
18261 
2221 
454 
1287 
707 
4.35 
3.79 
20.17 
1.00 
12.24 
1.22 
Source :www.rbi.org.in 
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